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ABSTRACT 
 
Organisational commitment is extensively represented in the human resource 
management and organisational behaviour literature as a key factor in the relationship 
between employees and their organisations. Although Allen and Meyer (1990) noted that an 
employee can experience the three components of organisational commitment 
simultaneously, in terms of commitment profiles, the majority of studies have examined the 
antecedents and outcomes of affective, continuance, and normative commitment, 
independently. The various combinations of the three components are proposed to generate 
qualitatively different mindsets that have important implications for employee work-related 
behaviours (Meyer & Parfyonova, 2010; Meyer, Stanley, & Parfyonova, 2012; Meyer, 
Stanley, & Vandenberg, 2013). Despite an expanding body of research on commitment 
profiles the existence of qualitative differences in the mindsets associated with the profiles 
has only been inferred from the patterns of results from survey studies. A major contribution 
of this thesis is the use of a mixed method approach to examine whether there are qualitative 
differences between commitment profiles. 
Two mixed method studies investigated the proposition (Gellatly, Meyer, & Luchak, 
2006; Meyer & Parfyonova, 2010) that commitment profiles provide a context that 
determines how the commitment components are experienced. The context effect argument is 
most strongly made for explaining the dual nature of normative commitment. Normative 
commitment may either manifest as a moral imperative or as an indebted obligation, 
depending on the relative levels of affective and continuance commitment (Gellatly et al., 
2006). It is hypothesised that, when affective is dominant, normative commitment will be 
experienced as a moral imperative. On the other hand, when continuance commitment is 
dominant, normative commitment will be experienced as an indebted obligation. 
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In study 1, five commitment profiles were found in a sample of Australian white 
collar professionals (n=107). Consistent with commitment profile propositions these profile 
groups differed significantly on the components of commitment and across turnover 
intentions and organisational citizenship behaviour. To investigate whether there were 
qualitative differences in the mindsets between the commitment profiles, semi-structured 
interviews were conducted with sixteen participants who had completed the survey. The 
interviews were designed to identify the respondents’ perceptions of obligation to their 
organisation, their underlying motivational mindset, and to examine whether the nature of 
normative commitment differed depending on the relative levels of affective and continuance 
commitment.  
The semi-structured interviews provided evidence for qualitative differences in the 
mindsets between different commitment profiles. The findings for the affective-normative 
commitment dominant and the continuance commitment dominant participants were 
consistent with the existence of a context effect, with normative commitment experienced as 
either moral imperative or an indebted obligation, depending on the relative levels of 
affective and continuance commitment. Findings for other profile groups suggested the need 
for further theory development beyond the mindsets associated with continuance commitment 
and affective-normative commitment dominant profiles. The qualitative differences among 
the commitment profiles indicated that the interaction of the commitment components is 
more complex than current commitment profile propositions suggest. There were also major 
differences in the type of psychological contracts associated with each profile, with the 
affective-normative commitment dominant profile associated with a value-infused ideological 
psychological contract and the continuance commitment dominant profile group associated 
with a purely transactional psychological contract. Finally, all participants irrespective of 
their commitment profile noted that they had commitment to multiple foci, such as co-
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workers, supervisor, and students/clients, however, the alignment between commitment to 
these various foci differed by commitment profile. 
Study 2 investigated whether the nature of employee normative commitment may be 
different in a collectivistic society as a number of authors have theorised that in collectivist 
cultures national culture plays a significant role in shaping the form of normative 
commitment (e.g., Bergman, 2006; Fischer & Mansell, 2009; Wasti, 1999, 2005). This raises 
an interesting question; does normative commitment have a dual nature in collectivist 
cultures?  With strong societal ties and normative pressures determining behaviour, it may be 
argued that a collectivist culture generates a context effect associated with normative 
commitment that influences employee mindsets. 
Study 2 employed the same mixed method design as study 1 but with a sample of 
South Korean nurses (n=157). As per study 1, five commitment profiles were identified and 
their relationship with organisational citizenship behaviour and turnover intentions examined. 
Semi-structured interviews were then conducted with a sub-sample of 21 nurses to examine if 
in a collectivist culture the nature of normative commitment is less dependent on the relative 
level of continuance and affective commitment. Thematic analysis of the interviews suggests 
that the dual nature of normative commitment was not as prominent with participants 
describing their mindset consistent with moral imperative irrespective of their commitment 
profile. Instead cultural norms, societal obligations, and professional values provided a 
stronger contextual effect than the relative level of affective and continuance commitment.  
This thesis makes several contributions to our understanding of organisational 
commitment profiles. First, the findings of qualitative differences in mindsets between 
commitment profiles extend and provide support for recent commitment profile propositions. 
To the best of my knowledge these are the first studies to use a mixed method design to 
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examine qualitative differences in the mindset associated with commitment profiles. This is a 
major contribution to the commitment profile literature as previous research had only ever 
inferred employee’s mindsets from the pattern of survey results. Second, the qualitative 
differences among the commitment profiles indicated that the interaction of the commitment 
components is more complex than current commitment profile propositions suggest and that 
further theory development beyond the mindsets associated with continuance commitment 
and affective-normative commitment dominant profiles is required. Third, study 1 semi-
structured interviews indicated a strong link between commitment profiles and psychological 
contracts. Fourth, the interviews also revealed that the alignment between commitment to 
various foci differed by commitment profile. Finally, study 2 provided evidence that the 
nature of employee normative commitment may be different in a collectivistic society as 
factors (i.e., cultural values and professional values) other than the relative levels of affective 
and continuance commitment may generate a context effect for how normative commitment 
is experienced.  
Overall, the two studies provide cumulative evidence that there are qualitative 
differences in the mindsets associated with different commitment profiles However, the 
qualitative differences in employee mindsets associated with commitment profiles suggest 
that the interaction of the commitment components is more complex than the dual nature of 
normative commitment propositions suggested. Theoretical implications in reference to 
organisational commitment profile research and practical implications for human resources 
practices are discussed. 
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CHAPTER ONE: INTRODUCTION 
 
Background  
In the dynamic business environments of the 21st century, managers continue to seek 
new ways of gaining and maintaining organisational effectiveness. This program of research 
forms part of the organisational behaviour literature concerned with the psychological 
processes within firms or organisations that bear upon employee work-related outcomes. An 
important part of this literature is concerned with what types of employee behaviour are 
beneficial to an organisation’s success. Equally important is all employee behaviour that is 
detrimental or adverse to organisational success. For decades, organisational researchers have 
argued that by securing the commitment of its workforce, an organisation is more likely to 
attain its strategic goals and objectives (Bae & Lawler, 2000; Koys, 2001; Schuler & Jackson, 
2007). More specifically, organisational commitment (OC) describes an individual’s 
psychological attachment to the organisation he or she works for (Meyer, Stanley, & 
Parfyonova, 2012). Research in this area has consistently demonstrated that levels of 
employees’ OC are positively related to employee behaviours (of an outcome type for the 
firm) such as in-role performance and organisational citizenship behaviour (OCB), and 
negatively related to turnover intention (TIN) and turnover (Cooper-Hakim & Viswesvaran, 
2005; Mathieu & Zajac, 1990; Meyer, Stanley, Herscovitch, & Topolnytsky, 2002; Meyer, 
Stanley, & Parfyonova, 2012; Riketta, 2002; Somers, 2010).  
Clearly, an assessment of levels of employees’ OC is important, yet levels of OC 
alone fail to provide a comprehensive picture of the psychological processes underpinning 
commitment (Meyer, Stanley, & Parfyonova, 2012; Stanley, Vandenberghe, Vandenbeg, & 
Bentein, 2013). In moving forward from the current state of research, an understanding of 
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employees’ obligations and how they perceive their obligations to the organisation can yield 
valuable insights into the factors that drive work-related behaviour. Employees’ OC consists 
of three components: affective commitment (AC), normative commitment (NC), and 
continuance commitment (CC) (Allen & Meyer, 1990). A growing body of research uses a 
profile approach, generating a commitment profile (CP) for each employee that represents a 
configuration of the strengths of the three OC components (Meyer & Herscovitch, 2001). 
This approach focuses on employees’ OC and provides new insights regarding the role of NC 
(Gellatly et al., 2006). While NC has many antecedents and consequences in common with 
AC, Meyer and Parfyonova (2010) have emphasised its characterisation in terms of 
obligation as opposed to desire, and argued for further investigation to better establish the 
unique nature and role of NC, even if it must be reconceptualised as some have suggested 
(e.g., Bergman, 2006; Gonzáles & Guillén, 2008).  
Gellatly and colleagues (2006) suggested that an employee’s commitment profile 
(CP) explains that the nature of NC is dependent on the relative levels of AC and CC. That is, 
the nature of NC (inherent features of NC) can be experienced as moral imperative when 
combined with high AC and low CC or experienced as indebted obligation when combined 
with low AC and high CC. Thus, this study investigates whether NC has a dual nature which 
results in different work-related behaviours (e.g., TIN, OCB). However, the dual nature of 
NC and how employees’ contextual factors influence NC have received limited empirical 
attention in the OC literature. This study aims to better understand the dual nature of NC 
particularly in relation to employees’ mindsets associated with commitment profiles (CP)  
The purpose of this chapter is to introduce the program of research in this thesis. It 
begins by explaining a) commitment components, b) the commitment profile, and c) the 
potential dual nature of normative component of commitment. Following this is a discussion 
of the context of the two studies undertaken, including an overview of the theory and an 
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identification of the gaps in the existing research. The proposed conceptual framework then 
provides the ground for a discussion of the thesis’s purpose. This is accompanied by a brief 
outline of its contribution to OC research and its effect on human resource practices. Finally, 
an outline of the thesis’s chapters is provided. 
Organisational commitment and the commitment profile 
Commitment components.  
OC is a multi-dimensional construct, Allen and Meyer’s (1990) three-component 
model of affective (AC), normative (NC), and continuous (CC) commitments is the most 
widely utilised conceptualisation. Numerous theoretical and empirical studies investigating 
this three-component model have generated insights into how employees identify with, and 
feel a part of, an organisation (see Meyer et al., 2002). Although the volume of OC research 
continues to expand, a number of significant gaps remain of interest to both research and 
practice. In this thesis, it will be argued that further clarification and investigation is needed 
to generate insights into the nature of OC, specifically the nature of NC in CPs. An 
understanding of the nature of NC in CPs is important to enable organisations to better 
manage employees in order to build positive commitment to the organisation and encourage 
positive work-related behaviour (e.g., OCB).  
Over the last three decades, research on OC has been substantial (see, e.g., Meyer, 
Stanley, & Jackson et al., 2012). Early work such as Allen and Meyer’s (1990), which 
produced a three-component model (AC, CC, and NC), focused on the construct’s 
clarification. AC refers to an employee’s emotional attachment to the organisation; CC is an 
employee’s perceived cost of leaving the organization; and NC is an employee’s perceived 
obligation to remain with the organisation. In the earliest stage of empirical research using 
this model, the primary objective was to examine the relationship of the OC components with 
employee turnover (Allen & Meyer, 1990). Investigation of the relationship between the three 
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components of OC and other outcomes such as employee job performance and organisational 
citizenship behaviour (OCB) soon followed (Cooper-Hakim & Viswesvaran, 2005; Mathieu 
& Zajac, 1990; Meyer et al., 2002; Riketta, 2002).  
Meyer and Herscovitch (2001) argued that each of the three components of OC has 
different implications for employees’ work-related behaviour. For example, AC and NC are 
positively related to employee job performance and OCB. CC, however, is negatively related 
to employee job performance and OCB. Employees who wanted to remain with their current 
organisation, that is, those who have high AC (e.g., strong emotional connection), would do 
their best to achieve the organisation’s objectives. On the other hand, employees who remain 
with the organisation to avoid the costs related to leaving the organisation (e.g., financial 
issues), that is, those who have high CC, would focus on their personal financial goals. For 
example, they would not be induced to do more than is required of them and would be 
unlikely to put additional effort into their work (Meyer et al., 2002). Meyer et al.’s (2002) 
meta-analysis of 155 studies supported the above propositions. Meyer and colleagues’ study 
indicated that all three components of OC were negatively related with employee turnover 
intention. Both AC and NC were positively correlated with OCB, but CC was negatively 
related with OCB (Meyer et al., 2002). Meyer and colleagues’ study and others (Dunham, 
Grude, & Castena, 1994; Hackett, Bycio, & Hausdorf, 1994; Meyer et al., 1993; Meyer et al., 
2002; Meyer, Stanley, & Parfyonova, 2012) are just some of the many studies conducted that 
provide empirical evidence of the relationship (positive or negative) between the three 
components of OC and employees’ behaviour. 
Commitment profiles. 
While investigations examining the relationship between the individual components 
of OC and other organisational-behaviour-related variables are abundant, limited research has 
considered the nature of commitment profiles (CPs) (for exceptions see Gellatly et al., 2006; 
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Herscovitch & Meyer, 2002; Meyer, Stanley, & Parfyonova, 2012; Somers, 2010; Wasti, 
2005). An employee’s CP consists not only in the distinct levels of the three components of 
his or her OC (i.e., AC, NC, and CC) but in the interaction among these components. Meyer 
and Allen (1991, 1997) argued that the relative strengths of the three components of OC form 
distinct patterns of CPs. Commonly, five to seven possible CP groups have been identified on 
the basis of distinct patterns of AC, NC, and CC components (Meyer, Stanley, & Parfyonova, 
2012). In relation to the notion of a CP, the concept of “mindset” (i.e., an employee’s 
personal beliefs or attitude towards the organisation) has also been raised. Various 
researchers (e.g., Gellatly et al., 2006; Meyer & Herscovitch, 2001; Meyer, Stanley, & 
Parfyonova, 2012; Stanley, Vandenberghe, Vandenberg, & Bentein, 2013) have hypothesised 
that there are different employee mindsets associated with CPs. The importance of mindset 
will be discussed in later in this chapter.  
Allen and Meyer (1990) initially proposed that CPs may make it possible to 
distinguish between employees who are more likely to remain with and be dedicated to the 
organisation, and employees who will remain but make only a minimal contribution to the 
organisation. In addition to a richer and more detailed theoretical understanding of OC, 
therefore, CPs have practical benefits. Sinclair, Trucker, Cullen, and Wright, (2005) on the 
basis of their findings suggested that organisational interventions focused on moving 
members away from a CC-characterised profile and toward any profile featuring at least a 
moderate level of AC resulted in performance gains. The upshot of the study was that CP-
focused interventions may be of greater effect than general attempts to enhance commitment 
(Sinclair et al., 2005). However, until recently, most OC research has utilised a variable-
centred approach (i.e. regression analysis examining the quantitative effects) examining the 
antecedents and consequences of each of the three components. Relatively few studies have 
undertaken profile analysis (e.g., Gellatly et al., 2006; Meyer, Stanley, & Parfyonova, 2012; 
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Sinclair et al., 2005; Somers, 2009; 2010; Wasti, 2005). While these studies yield insights 
into how CP is formed, there has been limited investigation into how CP generate mindsets, 
which in turn are theorised to effect cognitive and affective reactions to an organisation that 
are manifested in employees’ work-related behaviour (TIN and OCB).   
Meyer and Herscovitch (2001) is a seminal paper on CPs as it highlighted the 
prospect of CPs generating new insights into OC. Subsequently, there has been an emerging 
stream of research examining CPs (e.g., Gellatly et al., 2006; Meyer, Stanley, & Parfyonova, 
2012; Sinclair et al., 2005; Somers, 2009; 2010; Wasti, 2005). This study continues this 
stream of research and differs from traditional OC research as it uses a person-oriented rather 
than a variable-centred approach. A person-oriented approach classifies individuals with 
similar combinations of AC, NC, and CC using either cluster analysis or (more recently) 
latent profile analysis. This person-oriented approach categorises employees into different 
patterns of CP and then investigates the influence of each CP pattern on work-related 
outcomes (Meyer et al., 2012; Sinclair et al., 2005; Somers, 2010). With the growing body of 
research on CPs (e.g., Gellatly et al., 2006; Meyer, Stanley, & Parfyonova, 2012; Sinclair et 
al., 2005; Somers, 2009; 2010; Wasti, 2005), one area where new insights are being gleaned 
concerns the nature of NC (Gellatly et al., 2006).  
An important conceptual paper concerning NC is Meyer and Parfyonova (2010). This 
paper elaborates on earlier work by Gellatly et al. (2006) that introduces the possibility of NC 
(employees’ sense of obligation to the organisation) having a “dual nature”. That is, essential 
characteristics of NC can be experienced by employees dependent on the relative levels of 
AC and CC. First, NC, when combined with high AC and low CC, leads to a high value of 
organisational outcomes (e.g., high OCB). This profile is associated with employees’ beliefs 
(such as in the inherent goodness of the organisation) that lead to NC being described as a 
“moral imperative”. This first case will be further elaborated below. The second case is that 
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of NC when combined with low AC and high CC, which leads to lower levels of OCB. This 
second case can be described as the “indebted obligation” case. It involves a course of action 
beneficial for the organisation, but the motivation is mainly “to avoid the social costs of 
failing to do so” (Meyer & Parfyonova, 2010, p. 287). 
It is concluded that NC may have a dual nature depending upon the context in which 
it is experienced, that is, the two cases mentioned above: a) high AC with low CC, and b) low 
AC with high CC. Nevertheless, the dual nature of NC has only been inferred from observed 
differences in the relationship between CPs and outcome variables (i.e., employees’ 
behaviour such as TIN and OCB) and theorised felt obligations. Therefore, further 
investigation is necessary to ascertain how the dual nature of NC produces an apparent 
“mindset” in employees, of either moral imperative or indebted obligation that in turn 
influences an employee’s work-related behaviour. Further, as NC does not operate 
independently but is influenced by AC and CC to form a distinct CP, it further remains to be 
understood how employees’ mindsets might  be influenced by their distinct patterns of CP. 
Attention is now directed to the concept of mindset related to employee’s OC. 
Employee mindset in their organisational commitment  
Mindset. 
At a very general level, mindset refers to a person’s all-encompassing beliefs, 
attitudes, and sense-making processes (Liedtka, 1991). These elements are formed over 
various stages of one’s life. They can be affected by social and cultural factors, life 
experiences, personal habits, and situational circumstances (Dweck, 2012). In the context of 
OC, Meyer and Herscovitch (2001) described mindset as a bond between an employee and an 
organisation that engenders employees’ commitment to action that is consistent with the 
stated goals of an organisation. This thesis focuses on mindset as it pertains to the established 
set of attitudes held by an employee towards his or her current organisation and his or her 
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role, relationships, and situational circumstances within the organisation. The concept of 
mindset is closely associated, but by no means synonymous, with the employee’s CP. 
Mindset consists not merely of the dynamic combination of the three quantitatively 
observable components of commitment, but of qualitative differences in employees’ beliefs 
and attitudes towards their organisation. Moreover, an employee’s mindset can change over 
the course of his or her work experience. Although there will be nuances between 
individuals’ mindsets, groups of people in shared circumstances may have similar or shared 
mindsets which can be identified as broad categories of mindset. Clarifying employees’ 
mindsets and their association with CPs may therefore provide insights beyond those afforded 
by a quantitative examination of CPs alone. For this reason, these investigations require both 
quantitative and qualitative research into employees’ mindsets associated with CPs. The 
following section elaborates on the notion of context effect within CPs.  
Context effect on commitment profile  
A context effect, as conceived by Gellatly et al. (2006), refers to the potential for a 
particular component within the CP to be influenced by the strengths of the other components 
present. In particular, Gellatly et al. proposed that the nature of NC might be experienced as 
either moral imperative or indebted obligation, as discussed above, depending on the context 
provided by the relative strengths of AC and CC within an employee’s CP. At this stage, 
regarding the nature of NC, conceptual studies only extend to CPs where either CC or AC is 
high (i.e., high AC and low CC, or low AC and high CC), but no clear predictions are 
provided for other combinations(e.g., when the levels of CC or AC are moderate). For this 
reason, further investigations into CPs have the potential to provide new insights into the 
nature of NC when the levels of both AC and CC are high or moderate within CPs.  
Predictions could possibly be made on the basis of a more sophisticated conception of 
AC-CC interaction. This study proposes that the continuum of possible levels in these two 
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components (rather than merely a high/low distinction) in determining their combined effect 
on NC can be taken into account. Compared to CC, AC may exert a stronger “context effect” 
on NC (Gellatly et al., 2006; Meyer & Herscovitch, 2001; Meyer & Parfyonova, 2010; Meyer, 
Stanley, & Parfyonova, 2012; Stanley et al., 2013). As a result, moral imperatative might be 
associated not only with profiles in which AC and CC are both high, but possible even when 
AC and CC are moderate. However, the nature of NC as moral imperative generally consists 
of positive beliefs and affect toward the organisation. As such, the term moral imperative 
does not seem to be adequate to capture the nature of NC when CC is low and AC is 
moderate. . Similarly, in the case where AC is low and CC is moderate, the low level of AC 
may allow the moderate level of CC to be more dominant. Therefore, the associated nature of 
NC may resemble indebted obligation. However, the nature of NC as indebted obligation 
generally consists of less positive beliefs and commitment toward the organisation. As such, 
the term indebted obligation does not seem to be adequate to capture the nature of NC when 
AC is low and CC is moderate.  
Expanding on this idea, Meyer and Parfyonova (2010) explained how such a dual 
nature of NC, associated with mindsets of moral imperative or indebted obligation, might 
develop in accordance with the motivational mechanisms that underpin employees’ CPs. Key 
motivational mechanisms that influence employees’ commitment include self-determination 
theory (SDT), perceived organisational support (POS), psychological contract, and 
experience of leadership (Meyer & Parfyonova, 2010). Thus, it is important to explore how 
motivational mechanisms impact on the mindsets associated with employees’ CPs.  
As well as the context provided by component levels within a CP, this thesis proposes 
that cultural values might be understood as an important additional context effect with 
influence on employees’ OC. A number of studies have examined the impact of national 
culture on OC (Fischer & Mansell, 2009; Wasti, 2003; Wasti & Can, 2009). More 
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specifically, Bergman (2006) proposed that national culture potentially impacts on the nature 
of employees’ NC. This means that employees’ NC may be influenced by their shared beliefs 
or norms. Bergman maintained, for example, that the norm-referenced approach of being 
dutiful and fulfilling obligations to others is pleasurable for those in a collectivist culture yet 
resented by those in an individualist culture. Empirical research conducted in a collectivist 
cultural context has found that the effect on employees is such that NC becomes a stronger 
predictor than AC of work-related behaviours such as OCB, employee performance, and TIN 
(Fischer & Mansell, 2009; Cohen, 2007; Meyer, Stanley, & Jackson et al., 2012; Meyer & 
Pafyonova, 2010; Wasti, 2005). These outcomes provide initial evidence that NC may 
function differently depending on the influence exerted by cultural values. This thesis 
responds to calls for clarifications of the nature of NC (Bergman, 2006; Fischer & Mansell, 
2009; Gellatly et al., 2006; Meyer, Stanley, & Jackson et al., 2012; Wasti & Onder, 2009). 
Thus, the within-CP influence of certain components of commitment on others, 
exemplified in the proposed context effect of the relative levels of AC and CC on the nature 
of NC, could represent an important context effect on OC. Further, this research proposes 
cultural values as an additional context effect that can have important impact on NC. The 
components of OC (AC and CC) and cultural values could represent context effects that 
shape the formation of mindsets associated with CPs. The following section presents an 
overview of the current research. 
Purpose 
This research addresses the need for both quantitative and qualitative research into 
employees’ mindsets associated with CPs. The following contributions to the literature are 
made: 1) a qualitative clarification of the mindsets associated with CPs, 2) an investigation of 
Gellatly et al.’s (2006) proposition that NC can have a dual nature based on the context 
provided by the relative levels of AC and CC within the profile, and 3) an exploration of 
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whether cultural values form another significant contextual effect that may affect the way NC 
is experienced.  This study improves our understanding of CPs and the nature of mindsets 
associated with CPs. It may also help human resource practitioners and managers to better 
understand their employees and assist practitioners and managers in fostering the desired 
CP(s). 
Overview of subsequent chapters 
This thesis consists of six chapters. In Chapter Two, I review the literature on OC. I 
argue that there is a need for qualitative research to clarify and understand the nature of 
mindsets, particularly as it relates to the two context effects represented by the relative levels 
of AC and CC within the CP and cultural values. Chapter Two goes on to provide a detailed 
explanation of the CP research introduced above and concludes with the research questions 
and hypotheses that form the program of this study. Chapter Three presents the research 
methodology and the research design utilised to examine the research questions stated in 
Chapter Two. I argue that this study contributes to the gaps in existing research, and that this 
was made possible in part by gathering qualitative data as well as quantitative data across two 
studies. Chapter Four reports the results of Study 1, including cluster analysis and thematic 
analysis of semi-structured interview data for the Australian sample. In this chapter I examine 
whether employees with different CPs reported differences in their perceived obligations to 
the organisation, suggesting that the nature of mindsets does vary across CPs. In Chapter Five, 
I examine whether cultural values may also act as a context effect that influences the nature 
of mindsets. This chapter provides the results of cluster analysis and thematic analysis of 
semi-structured interview data from a South Korean sample. It is also concerned with the 
association of employees’ perceptions of obligation to their organisation and their CPs. 
Finally, Chapter Six presents a discussion of the findings on the nature of employees’ 
mindsets and the context effects that bear upon them. In addition, Chapter Six identifies both 
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the theoretical and practical contributions offered in this thesis. It also provides a conclusion 
to the thesis by recognising the limitations of the current study and identifying areas for 
future research.  
In summary, this research contributes to the advancement of OC research by adopting 
a mixed-method approach to generate new insights into the different employee mindsets 
associated with CPs in terms of context effects within CPs. Finally, this research adds depth 
to the study of OC through a qualitative investigation of the influence of cultural values on 
employees’ mindsets. 
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CHAPTER TWO: A SURVEY OF THE PRIOR LITERATURE, AND A NEW 
EXTENSION 
 
Introduction 
The purpose of this chapter is twofold: The first part is to present a conceptual 
account of the prior literature on organisational commitment (OC). The term “conceptual” is 
used deliberately, as emphasis is placed on the development and application of new 
understanding in the original three-component framework of OC. The second part of the 
chapter is concerned with incorporating into the literature two concepts, vis, “mindsets” and 
“context effect”, that have been mentioned by some of the OC contributors but have not yet 
been fully incorporated into the prior literature. The second part of this chapter does this; the 
existing framework is extended by embedding these two recently-discussed concepts into the 
much-discussed prior literature.  
The concept of OC continues to be extensively examined and debated within the 
fields of organisational psychology and human resource management (Klein, Molloy, & 
Brinsfield, 2012; Meyer, Stanley, & Parfyonova, 2012; Meyer et al., 2013; Schuler & 
Jackson, 2007; Wright & Kehoe, 2008). The reason OC attracts ongoing research attention 
lies in the relationship between OC and employee work-related intentions and behaviours 
(Meyer & Allen, 1991; Mathieu & Zajac 1990, Meyer et al., 2002). It is arguable that 
understanding how to increase OC is now more important than ever as organisations aim to 
maintain productivity while simultaneously managing costs (Meyer & Parfyonova, 2010; 
Meyer, Stanley, & Parfyonova, 2012).  
It is now well recognised that OC is a multi-dimensional construct and that this has 
important implications for understanding its links with employee behaviour (Gellatly et al., 
 14 
2006). The most widely researched multidimensional model of commitment is Meyer and 
Allen’s (1984, 1991, 1997; Allen & Meyer, 1990, 1996) three-component model. Yet despite 
decades of research on the three-component model, questions remain about the theory. The 
majority of studies have examined the three components separately despite Meyer and Allen 
(1991) postulating that the three-components should combine to influence behaviour. Indeed, 
Meyer and colleagues (e.g., Allen & Meyer, 1990, 1997; Meyer & Allen, 1991; Meyer & 
Herscovitch, 2001; Meyer, Stanley, & Parfyonova, 2012) argued that to gain a greater 
understanding of commitment-related behaviour, researchers need to consider how the 
components combine to form CPs. Commitment profiles (CP) are currently an area of very 
active research interest as evidenced by the number of recent publications (e.g., Gellatly et al., 
2006; Herscovitch & Meyer, 2002; Meyer, Stanley, & Parfyonova, 2012; Sinclair et al., 
2005; Somers, 2010, & Wasti, 2005). The assumption underpinning this research is that there 
are different mindsets associated with different CPs but the “existence of these mindsets has 
been inferred from differences in behaviour” Meyer & Parfyonova, 2010, p.295) (emphasis 
added).  
The other topic of interest in OC research at the moment is the nature of NC 
(Bergman, 2006, Gonzalez & Guillen, 2008, Meyer & Parfyonova, 2010). Questions remain 
about the construct validity of NC due to a lack of discriminability between AC and NC in 
some studies (e.g., Jaros, 1997, 2009; Ko, Price, & Mueller, 1997), mixed results between 
NC and work-related behaviour, and the generalisability of the NC measure to non-western 
cultures (e.g., Fischer & Mansell, 2009; Stanley, Meyer, Jackson, Maltin, McInnis, Kumsar, 
& Sheppard, 2007; Wasti, 2003; Wasti & Önder, 2009). Meyer and colleagues (Meyer & 
Parfyonova, 2010; Meyer, Stanley, & Parfyonova, 2012) drawing on recent CP research 
argue that NC may have a dual nature which is dependent on the strength of the other two 
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commitment components. CP research has provided support for this proposition but the 
existence of the dual nature of NC has only been inferred from differences in behaviour.  
A number of researchers (e.g., Bergman, 2006; Jaros, 2009) have called for the use of 
qualitative approaches to supplement the dominant quantitative approach in order to develop 
a deeper understanding of the mindsets associated with OC. Bergman (2006) argued that 
future research on NC requires the application of qualitative analysis to clarify the “types and 
experience of norms” (p. 649) that impact on employees’ obligation to their organisation. 
Likewise, Jaros (2009) postulated that qualitative assessments could be employed to increase 
our understanding of employee OC. 
Present Research 
This thesis aims to address the need for qualitative research on the mindsets 
associated with CPs and the influence of context effects on the nature of NC. The three main 
objectives of this study are concerned with whether there are differences in employee 
mindsets associated with CPs, that is, varying combinations of AC, NC, and CC to the 
organisation. First, this study examines whether there are differences in the perceptions of 
obligations to the organisation between employees with different CPs. Second, this study 
tests Gellatly et al.’s (2006) notion that NC has a dual nature that is dependent on the context 
created by the other two commitment components. Third, it extends the investigation of 
context effects to examine whether factors other than AC and CC, such as national culture, 
could create a context for how NC is experienced. 
This chapter reviews the OC literature and provides the theoretical framework for the 
development of the research questions and hypotheses that are examined in two mixed-
method studies. The literature review is organised as follows. First, Meyer and Allen’s (1991) 
three-component model of OC is reviewed. This chapter reviews the basic premises of the 
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model and the empirical support for its proposition. Second, the inconsistent findings on 
NC’s construct validity and its relationship with workplace behaviours are summarised.  
Third, the CP literature is reviewed noting how the application of a person-centred 
approach complements and extends the traditional variable-centred approach by examining 
whether CPs provides a deterministic context for the experience of individual commitment 
components. Next, a summary is provided of recent research proposing that NC has a dual 
nature and manifests itself as either a moral duty or sense of indebtedness depending on the 
strength of the other components in an employee’s CP (e.g., Gellatly et al., 2006; Meyer & 
Parfyonova, 2010; Meyer, Stanley, & Parfyonova, 2012; Somers, 2009, 2010; Wasti, 2005). 
Fourth, this chapter reviews research on how CPs and associated mindsets develop. This 
review includes research on the following theories: self-determination (SDT), psychological 
contract, perceived organisational support (POS), and transformational leadership. Fifth, 
research examining cultural values as an influential factor on the nature of NC beyond 
relative levels of AC and CC is reviewed. The chapter concludes with the research questions 
and hypotheses to be addressed in this thesis based on the research gaps identified herein. 
The Three-Component Model of Organisational Commitment 
Allen and Meyer (1990) and Meyer and Allen (1991) developed the three-component 
model of OC, which created a turning point in the field of OC. They redefined OC as a multi-
dimensional construct combining both the attitudinal and behavioural approaches of prior OC 
research (e.g., Becker, 1960; Bentein, Vandenberg, Vandenberghe, & Stinglhamber, 2005; 
Buchanan, 1974; Kanter, 1968; Meyer et al., 2002; Meyer, Becker, & Vandenberg, 2004; 
Mowday et al., 1979; Salancik, 1977; Wiener, 1982). They classified OC as a psychological 
state reflecting an employee’s wanting, needing, or feeling obliged to commit (Allen & 
Meyer, 1990). This “attitudinal commitment” characterised an employee’s relationship with 
his or her organisation, with implications for whether the employee might continue or 
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discontinue membership of the organisation (p. 2). The vast majority of research on OC in the 
last three decades has utilised the three-component model (TCM) and associated scale 
(Dunham, Grude, & Castena, 1994; Gellatly et al., 2006; Hackett, Bycio, & Hausdorf, 1994; 
Meyer et al., 1993; Meyer et al., 2002; Meyer et al., 2004; Wasti, 2005). 
The three components of Allen and Meyer’s (1990) and Meyer and Allen’s (1991) 
model reflect the broad themes of a) commitment as an “affective attachment” to the 
organisation, b) commitment arising from the “perceived costs” associated with leaving the 
organisation, and c) commitment as an “obligation” to remain in the organisation (p. 2). 
These three components are labelled affective commitment (AC), continuance commitment 
(CC) and normative commitment (NC), respectively. All three components are theorised to 
be associated with an individual’s intention to stay with an organisation (Meyer & Allen, 
1997; Meyer & Herscovitch, 2001; Meyer et al., 2002). However, the causal mechanism 
underlying each component is different (Allen & Meyer, 1990; Meyer & Allen, 1991, 1997; 
Meyer et al., 2004; Meyer & Herscovitch, 2001).  
The model argues that the three components of commitment differ in terms of the 
psychological process that binds an individual to his or her organisation. AC affects intention 
to stay because of a strong desire to remain in the organisation because of AC to, and 
identification with, the organisation. Employees with strong CC recognise that high costs will 
be associated with leaving the organisation; employees have higher probabilities to remain 
with the organisation because they do not want to lose the benefit of organisational 
membership (Meyer et al., 2002). The same level of intention to stay can be shown by an 
individual with strong NC, who feels a sense of obligation to remain with the organisation, or 
a desire to reciprocate the benefits received from the organisation (Herscovitch & Meyer, 
2002). 
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Since Allen and Meyer (1990) proposed a three-component model of OC, several OC 
researchers distinguished antecedents of AC, CC, and NC respectively (Mathieu & Zajac, 
1990; Meyer & Allen, 1991; Meyer & Herscovitch, 2001; Meyer et al. 2002; Mowday et al., 
1982; O’Reilly & Chatman, 1986). They argued that when employees are involved in the 
organisation, employees’ values are matched with the organisational values. Employees 
identify with, and work towards, the organisational objectives and they are more likely to 
contribute to the development of AC. CC occurs when an individual perceives that it could be 
costly to terminate a course of action (Meyer & Herscovitch, 2001). More specifically, it 
emerges when individuals make an investment or consider sunk-costs that would be lost if 
they were to terminate the activity when they have a lack of alternatives (Becker, 1960; 
McGee & Ford, 1987; Meyer & Allen, 1991; Meyer & Herscovitch, 2001; Meyer et al., 
2002). NC is characterised by individuals who have internalised their commitment through 
socialisation or who feel obliged to reciprocate commitment to their organisation because of 
the benefits or positive experiences that they have received (Meyer & Allen, 1991; Meyer & 
Herscovitch, 2001; Meyer et al., 2002; Scholl, 1981; Wiener, 1982).  
In summary, Allen and Meyer’s (1990; Meyer & Allen, 19991) three-component 
model of OC has become the leading model of OC (Bentein et al., 2005; Meyer, Allen, & 
Gellatly, 1990; Somers, 1995). The model argues that the three-components of commitment 
differ in terms of the mindset that binds an individual to his or her organisation. The 
following section reviews empirical support for Meyer and Allen’ s model, specifically in 
relation to the theorised relationship between the components of OC and turnover intention 
(TIN) and organisational citizenship behaviour (OCB). 
Empirical evidence for the three-component model. 
The primary outcome variable of concern dominating the extant research of Allen and 
Meyer’s (1990; Meyer & Allen, 1991) three-component model of OC is employee turnover 
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(Meyer & Herscovith, 2001). In addition to turnover, OC research has also considered other 
outcomes such as employee job performance (e.g., Borman & Motowidlo, 1993; Meyer et al. 
2002, Riketta, 2002), OCB (e.g., Meyer et al., 2012; Meyer et al., 2002; Organ & Ryan, 
1995; Riketta, 2002), employee attendance (e.g., Cooper- Hakim & Viswesvaran, 2005; 
Meyer et al., 2002), and employee well-being (Meyer et al., 2012).  
Organisational commitment and turnover intention.  
There has been a long history of research into the relationship between OC and TIN 
(e.g., Porter et al., 1974; Mathieu & Zajac, 1990). Meyer et al. (2002) conducted a meta-
analysis of 155 studies of OC and found TIN negatively correlated with all three components 
of commitment. Meyer et al.’s (2002) meta-analysis showed that the strength of the 
relationship between TIN and each of the three components of OC varied, with AC having 
the strongest relationship. More recently, a meta-analysis conducted by Fischer and Mansell 
(2009) reaffirmed these results. 
The relationship of AC to TIN has been extensively researched (e.g., Allen & Meyer, 
1996; Hackett et al., 1994; Meyer et al., 1993; Meyer et al., 2002, Meyer et al., 2012). Allen 
and Meyer (1996) reviewed 11 independent studies and concluded that higher levels of AC 
were significantly associated with lower levels of TIN. Such findings were reinforced in 
Meyer et al.’s (2002) meta-analysis of 155 studies demonstrating that AC correlates with TIN 
(ρ = -.56).   
CC is suggested to bind the employee to an organisation through a perceived financial 
attachment to the organisation or other costs associated with leaving the organisation (Allen 
& Meyer, 1996). Meyer and Allen (1991, 1997) hypothesised that strong levels of CC, like 
AC, will result in employees who are more likely to remain with the organisation in 
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comparison with those employees with weak CC. Meyer et al. (2002) reported a negative 
relationship between CC and TIN (ρ = -.18).  
Numerous studies have also examined the relationship between NC and TIN (e.g., 
Allen & Meyer, 1996; Iverson & Buttigieg, 1999; Meyer & Allen, 1997; Meyer et al., 2002; 
Meyer et al., 2012; Somers 1995). Somers (1995) and Iverson and Buttigieg (1999) found 
that NC significantly and positively correlated with intention to remain. Meyer et al.’s (2002) 
meta-analysis reported a moderately negative relationship between NC and TIN (ρ = -.33). 
More recent empirical research has also shown that the larger the decrease in an employee’s 
NC over time, the larger the increase in the employee’s TIN (Bentein et al. 2005). 
In summary, all three components of commitment have a negative association with 
TIN. Meyer et al.’s (2002) meta-analysis of 155 studies found that “the strongest correlations 
were attained for AC (ρ = -.56), followed by NC (ρ = -.33) and CC (ρ = -.18)” (p. 36). In the 
next section, the empirical support for Meyer and Allen’s commitment model is reviewed 
regarding the theorised association with OCB.   
Organisational commitment and organisational citizenship behaviour. 
Over the last two decades, many organisational researchers have examined the 
hypothesised relationship between OCB and OC (Allen & Meyer, 1996, Gellatly et al., 2006; 
Meyer & Herscovitch, 2001; Meyer et al., 2002; Sinclair et al., 2005; Wasti, 2005). Meyer 
and Allen (1991) argued that each commitment component might have different 
consequences for OCB.  
Allen and Meyer (1990) and Meyer and Allen (1991) hypothesised that AC and NC 
would be positively correlated with OCB while CC could be either unrelated or negatively 
related to OCB. Meyer and Allen (1991; 1997) proposed that employees with a strong 
emotional attachment to an organisation are more likely to identify with the goals of the 
 21 
organisation and be willing to put more effort into their work so that the organisation 
achieves its goals. Similarly, employees with a strong NC are more likely to reciprocate 
positively because of their sense of obligation due to benefits received from the organisation 
(e.g., investment in education or skill training). In contrast, they contended that employees 
with strong CC are more likely to demonstrate their relationship to the organisation based on 
what they receive and/or the costs associated with leaving the organisation. Consequently, 
employees with strong CC confine their effort to their specified job performance and are less 
likely to engage in OCB (Allen & Meyer, 1990; Meyer & Allen, 1991; Meyer et al., 2002).  
Meyer and Herscovitch (2001) made a distinction between focal and discretionary 
behaviour. Focal behaviour is defined as “the behaviour to which an individual is bound by 
his or her commitment” (Meyer & Herscovitch, 2001, p. 311), while discretionary behaviour 
refers to any behaviour of the employee that is not explicitly stated as part of the terms of 
commitment, and inclusion is thus at the discretion of the individual (Meyer & Herscovitch, 
2001; Organ, 1990; Organ & Ryan, 1995). They argued that the sense of desire associated 
with AC would result in a broader view of what is included in the terms of commitment than 
a mindset of cost avoidance or obligation associated with CC and NC, respectively 
(Herscovitch & Meyer, 2002; Meyer & Herscovitch, 2001; Meyer et al., 2002). These 
hypothesised relationships are supported by the findings of Meyer et al.’s (2002) meta-
analysis. Their meta-analysis of 155 studies find that AC (p = .32) and NC (p = .24) 
correlated positively with OCB, but CC (p = -.01) had no correlation with OCB. 
Organisational commitment summary. 
In summary, all three components are negatively related to employee turnover 
intentions, with AC showing the strongest association, followed by NC and then CC (Meyer 
et al., 2002). Both AC and NC are positively correlated with OCB but CC is not related to 
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OCB (Meyer et al., 2002). As such, it can be concluded that AC is beneficial to organisations, 
as is NC. On the other hand, CC may be either unhealthy or beneficial to organisations. 
Normative Commitment – Mixed Results 
An ongoing area of contention is the distinction between NC and AC (Bergman, 
2006; Gonzalex & Guillen, 2008; Jaros, 1997; Ko et al., 1997; Meyer & Parfyonova, 2010). 
NC is characterized by a sense of obligation, and is theoretically distinct from AC (a feeling 
of desire) and CC (an awareness of the costs entailed in leaving). However, while NC and AC 
usually load on separate factors, the resulting factors are strongly correlated. There is also 
substantial overlap in the antecedents and consequences of AC and NC (Meyer et al., 2002). 
The general pattern of correlations is similar with NC usually having a weaker relationship 
than AC with antecedents and outcome variables. These findings have led to researchers 
questioning the distinctiveness and unique contribution to understanding workplace 
behaviour that NC makes (Bergman, 2006; Gonzalex & Guillen, 2008; Jaros, 1997; Ko et al., 
1997; Meyer & Parfyonova, 2010). 
A potential explanation provided for the strong correlation between AC and NC is 
that antecedents common to both could co-activate the psychological processes involved in 
the development of AC and NC (Meyer & Parfyonova, 2010). For example, depending on 
how employees view perceived organisational support (POS) such as a training 
opportunity—either as a reflection of organisational support or a benefit requiring 
reciprocation (Meyer & Allen, 1997; Meyer et al., 2002, Meyer & Parfyonova, 2010; 
Rhoades & Eisenberger, 2002)—employees possibly develop a sense of desire and obligation. 
Further, although AC explains more variance in outcome variables, several studies have 
found that NC makes a significant unique contribution (e.g. Herscovitch & Meyer, 2002; 
Kondratuck, Hausdorf, Korabik, & Rosin, 2004; Lee, Allen, Meyer, & Rhee, 2001).  
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Cross-cultural research also provides support for the distinction between NC and AC. 
Fischer and Mansell (2009) in their meta-analysis discovered that the correlation between 
mean levels of AC and NC vary across cultures. They found that levels of AC were greater in 
cultures high on individualism and low on power distance while levels of NC were greater in 
countries scoring high on collectivism and power distance. They also found that NC had 
stronger correlations with outcome variables than AC in collectivist countries. Allen (2003) 
noted that while the norm-influenced obligations may generalise across cultures the specific 
obligations in the three-component model NC may not. Bergman (2006) noted that why 
obligations arise and how they are viewed varies by culture.  
Most of the arguments for the conceptual distinctiveness of NC are based on the 
results of factor analysis, patterns of relations with antecedents and outcome variables, and 
cultural differences. Meyer and Parfyonova (2010) argued that recent theoretical and 
empirical work on CP provides the most compelling evidence for the unique properties of 
NC. Research into CPs generally aims to discover how the various components of an 
employee’s commitment might be experienced simultaneously. In particular, CP research 
(e.g., Gellatly et al., 2006) suggests that how NC is experienced depends on the context 
created by the other two commitment components. When AC is high, the mindset created will 
generate obligations which reflect a sense of moral duty and be associated with positive 
outcomes, that is, lower TIN, and higher levels of OCB. Conversely, when CC is high, the 
mindset created will generate a sense of indebted obligation and the need to pursue a course 
of action to avoid costs for failing to do so, and be associated with high TIN but not increased 
levels of OCB.     
Although Meyer and Allen (1991, 1997) argued that the relative strength of the three 
components should be considered in conjunction, in what they term a CP, the majority of OC 
studies have utilised a variable-centred approach examining the antecedents and 
 24 
consequences of each of the three components independently. Relatively few studies have 
examined how the three components interact within a CP (e.g., Chen & Francesco, 2003; 
Jaros, 1997), and even fewer studies have undertaken profile analysis (e.g., Gellatly et al., 
2006; Meyer, Stanley, & Parfyonova, 2012; Sinclair et al., 2005; Somers, 2009, 2010; Wasti, 
2005). This may have been on account, in part, of the lack of a theoretical conceptualisation 
to guide research, even though Meyer and Allen (1991, 1997) argued that the configuration of 
the three components should be examined (Jaros, 1997). The following section will review 
the emerging research on CPs.  
Commitment Profiles 
The majority of OC studies have treated the components of commitment separately 
(Stanley et al., 2013). This trend has occurred despite Allen and Meyer’s (1990) earlier 
proposition that employees may experience varying degrees of each component of OC 
simultaneously, and that these configurations will have different implications for work 
behaviours and intentions and thus need to be examined. Meyer and Allen (1991) stated that 
“the relation between any component of commitment and behaviour will be complicated by 
the fact that all three components can exert independent (and possibly interactive) effects on 
particular behaviour” (p. 74). That is, the three components of commitment should be 
considered as components within a CP, and it is this CP that generates an employee’s 
mindset. 
The way any single component of commitment relates to behaviour is influenced by 
the context created by the other components within the CP (Gellatly et al., 2006; Meyer, 
Stanley, & Parfyonova, 2012; Stanley et al., 2013). Gellatly et al. (2006) proposed that “an 
employee's CP provides a ‘context’ that can influence how a particular component of 
commitment is experienced” (p. 342). For example, how NC is experienced and relates to 
work-related behaviour is different depending on the relative strengths of AC and CC. The 
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sense of obligation associated with NC can be experienced as either a “moral imperative” 
(i.e., a desire to do the right thing) when accompanied by strong AC, or as an “indebted 
obligation” (i.e., something that must be done to avoid social costs) when accompanied by 
strong CC and weak AC. Meyer and Parfyonova (2010, p.287) note: 
A moral duty mindset carries with it a strong sense of desire to pursue a course of action (e.g., 
OCB) of benefit to a target (e.g., organization) because it is the right and moral thing to do. 
An indebted obligation mindset reflects a sense of having to pursue a course of action of 
benefit to a target to avoid the social costs of failing to do so. To date, the existence of these 
mindsets has been inferred from differences in behaviour. 
 In other words, there are at least two “faces” or mindsets of NC, and which one, if 
any, emerges depends on the context created by the CP.  
Before reviewing the empirical evidence to support the existence of CPs, the 
methodology for generating CPs will be reviewed. While extensive research has been 
conducted on the three-component model of OC, the vast majority of research on OC has 
utilised a variable-centred approach (Meyer, Stanley, & Parfyonova, 2012; Meyer et al., 
2013; Sinclair et al., 2005; Somers, 2010; Wasti, 2005). The notion that employees 
simultaneously experience all three components is not directly addressed by a variable-
centred approach that focuses on the direction and magnitude of the relationship between 
predictor and outcome variables (Meyer, Stanley, & Parfyonova, 2012; Meyer et al., 2013; 
Somers, 2010; Wasti, 2005). A person-oriented approach is more appropriate for examining 
the configuration and simultaneous experience of all three components of OC and in recent 
years a growing body of research has been using such an approach (e.g., Meyer, Stanley, & 
Parfyonova, 2012; Meyer et al., 2013; Sinclair et al., 2005; Somers, 2009 & 2010; Wasti, 
2005). The following section will outline the differences between the person-oriented and 
variable-centred approaches and discuss the implications of utilising a person-oriented 
approach to study OC.  
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Measuring organisational commitment profiles: Person-oriented vs variable-
centred. 
The majority of studies on OC have employed a variable-centric approach examining 
the antecedents and outcomes of each form of commitment separately using regression and 
correlation analysis (Matheu & Zajac, 1990; Meyer et al., 2002; Meyer, Stanley, & 
Parfyonova, 2012; Meyer et al., 2013). The variable-centred approach has contributed to our 
current understanding of commitment by testing the independent and interaction effects, and 
various foci, of OC components. Moderated multiple regression using a variable-centred 
approach can detect interactions among the commitment components but cannot identify the 
groups within a sample. Such variable-centred approaches ignore the possibility “that the 
participants may come from different subpopulations in which the observed relations between 
variables may differ qualitatively and quantitatively” (Morin, Morizot, Boudrias, & Madore, 
2011, p. 59). Furthermore, several researchers have recently argued that a variable-centred 
approach to studying OC is not sufficient for detecting complex interactions because the 
combinations of all three forms of OC to multiple foci are too complex (Aguinis, Gottfredson, 
& Wright, 2011; Bergman, 2006; Meyer et al., 2013; Morin et al., 2011; Vandenberg & 
Stanley, 2009). 
Person-centred research is conducive to answering research questions concerning how 
the components and various foci of commitment may combine, how employees of an 
organisation may experience these components, and how groups characterised by various CPs 
may exhibit differences in terms of other variables (Meyer et al., 2013). Therefore, there are 
benefits to adopting the person-centred strategy. Meyer and Herscovitch (2001) proposed that 
on the basis of a combination of all three components of OC different CPs could be 
developed and would explain how various profiles are related to employee behaviours such 
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as TIN and OCB. To test these hypotheses, the study of CPs needs to identify and compare 
profile groups within a sample of employees. 
A person-oriented approach is more suitable for examining the combined influence of 
commitment on outcome variables (Meyer, Stanley, & Parfyonova, 2012; Meyer et al., 2013; 
Sinclair et al., 2005; Somers, 2010; Wasti, 2005). A person-oriented approach makes it 
possible to investigate employees’ varying levels of AC, CC and NC concurrently. 
Researchers who have utilised a person-oriented approach argue that it enables the 
examination of the various patterns or configurations of AC, CC and NC and their 
relationship with outcome variables (Sinclair et al., 2005; Somers, 2010; Wasti, 2005). The 
identification of different configurations thereby enables the researcher to ascertain different 
implications for job behaviours and intentions such as employee TIN and OCB as first noted 
by Allen and Meyer (1990).  
According to Bergman and Trost (2006), the person-oriented approach is the 
application of “the holistic-interactionistic, metatheoretical paradigm” (p. 603). In practice, a 
person-oriented approach to psychological research classifies individuals with certain 
characteristics and then investigates outcomes of work-related behaviours for those 
individuals (see, e.g., Vandenberg & Stanley, 2009; Wang & Hanges, 2011; Zyphur, 2009). 
A person-oriented approach aims to classify disparate and homogeneous groups and 
subgroups, because these groups have different rules of application (Craig & Smith, 2000). 
Aldenderfer and Blashfield (1984) and Gore (2000) noted that data clustering methods can be 
applied to conceptual development or the development of a classification system through the 
search for natural groupings within a data set.  
Cluster analysis classifies objects within a case or variable to provide “the structure of 
the data by placing the most similar observations into groups” (Hair, Black, Babin, Anderson, 
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& Tatham, 2006, p. 561). Several researchers (e.g., Sinclair et al., 2005; Somers, 2009, 2010; 
Tsoumbris & Xenikou, 2010; Wasti, 2005) have utilised cluster analysis to examine the 
combination of varying levels of all three forms of OC to generate CPs. More recently, the 
combined influence of AC, CC, and NC on work outcomes has been examined using the 
more complicated Latent Profile Analysis (LPA) technique to identify commitment profiles 
(Meyer et al., 2012; Stanley et al., 2013). An alternative to cluster analysis and LPA is 
median split. This was the approach adopted by Herscovitch and Meyer (2002) and Gellatly 
et al. (2006). The following section will briefly compare the two approaches to forming 
profiles: median split and cluster analysis.  
Median split involves the dichotomisation of a continuous independent variable into a 
categorical variable having two groups, and this simplification of the statistical analysis leads 
to an easier interpretation and presentation of results (MacCallum, Zhang, Preacher, & 
Rucker, 2002). After creating a new categorical variable using median split, differences in the 
mean of the dependent variable for the two groups are examined. However, MacCallum et al. 
(2002) noted that the dichotomisation using a median split analysis does not necessarily 
reveal distinct categories of individual differences within the data as the median is an 
arbitrary threshold. Therefore, an analytic method that identifies natural groupings, as 
opposed to arbitrary ones, would be preferred. Cluster analysis performs partitioning of the 
data by identifying natural groupings (MacCallum et al., 2002). Cluster analysis provides the 
conceptual structure of the data by classifying the existence of distinct types or groups of 
individuals that combine to form the most similar or dissimilar observations within a data set 
(Hair et al., 2010). In addition to cluster analysis, Vandenberg and Stanley (2009) argued that 
to examine the dynamic, synergistic effects of commitment, the study of commitment profiles 
could adopt LPA (Pastor, Barron, Miller, & Davis, 2007). LPA is a model-based approach 
allowing researchers to identify latent commitment profiles through an evaluation of the 
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relative fit of models. Researchers can compare models but also identify subgroups within 
similar patterns of scores on a set of variables (Lubke & Muthen, 2005; Morin et al., 2011). 
Adoption of such a statistical methods enable the identification of CPs, as employees may 
experience each component of commitment to varying degrees simultaneously. The above-
mentioned points, including dichotomisation of a continuous variable, arbitrariness associated 
with the median, and identification of inherent groupings in data as recognised by cluster 
analysis and LPA, clearly indicate that cluster analysis and LPA are superior statistical 
techniques to median split analysis. For these reasons, both cluster analysis and LPA are to be 
preferred over median split for the identification of profiles.  
In summary, it is strongly advised that the study of CPs utilise a person-oriented 
approach. Meyer et al. (2013) argued that a person-centred approach complements the more 
traditional variable-centred approach. The greater differentiation and nuance facilitated by a 
person-centred approach enables investigation and understanding of the differences that 
accompany each distinct CP while variable-centred approaches “offer information about the 
variance in one variable explained by one or more other variables” (Meyer et al., 2013, p. 5).  
Empirical studies of commitment profiles. 
There is a growing body of empirical research on CPs (Gellatly et al., 2006; 
Herscovitch & Meyer, 2002; Meyer, Stanley, & Parfyonova, 2012; Sinclair et al., 2005; 
Somers, 2010, & Wasti, 2005). CPs are generated from an individual’s self-reported levels of 
the three OC components (i.e., affective, continuance, and normative; Meyer & Herscovitch, 
2001). On the basis of a theoretical combination of the three components of commitment, 
Meyer and Herscovitch (2001) proposed eight possible CPs through a combination of high or 
low scores on each of the three components of commitment. This section discusses Meyer 
and Herscovitch’s (2001) conceptual propositions regarding these original suggested eight 
CPs which have helped to drive research before going on to summarise the pattern of findings 
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in empirical studies that ensued, based on the application in almost all cases of either median 
split or cluster analysis.  
Meyer and Herscovitch (2001) argued that employees with a “pure affective” profile 
(i.e., high AC, low NC, and low CC) would have a stronger intention to remain with the 
organisation and would engage in discretionary behavior compared to employees with a 
“pure normative” profile (low AC, high NC, and low CC) or employees with a “pure 
continuance” CP (low AC, low NC, and high CC). They argued that AC has the strongest 
correlation with employee work-related behaviours, followed by NC and then CC. In effect, 
an employee’s mindset associated with obligation and cost-avoidance reduces the positive 
impact of affective desire (Meyer et al., 1993; Meyer et al., 2002; Meyer & Herscovitch, 
2001). Meyer and Herscovitch also suggested that employees with a “pure normative” CP 
would be more predisposed to remain with the organisation and perform discretionary 
behaviours than employees with a “pure continuance” CP, due to their sense of obligation to 
the organisation. These employees would thus remain with the organisation and do their best 
to achieve organisational objectives. But they predicted that a “pure continuance” CP would 
still have a binding influence and be associated with a stronger intention to stay than would 
the lack of any commitment, although employees would not do more than was requested of 
them in terms of performance (Meyer & Herscovitch, 2001).  
Meyer and Herscovitch (2001) further characterised the following additional CPs: 
“fully committed” (high AC, high NC, high CC), “AC-NC dominant” (high AC, high NC, 
low CC), “AC-CC dominant” (high AC, low NC, high CC), “CC-NC dominant” (low AC, 
high NC, high CC), and “uncommitted” (low AC, low NC, low CC). As both CC and NC can 
affect employee work-related behaviours, Meyer and Herscovitch argued that high scores on 
CC and NC would have a mitigating effect on the impact of a “pure affective” CP. Thus, they 
proposed that the pure affective CP would result in an employee demonstrating a stronger 
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intention to remain with the organisation and a greater engagement in discretionary behaviour 
than employees with a fully committed profile, followed in turn by the AC-NC dominant, 
AC-CC dominant, CC-NC dominant and uncommitted groups. These relationships are 
summarised in Figure 1. 
 
Figure 1. Meyer and Herscovitch’s (2001, p. 314) prediction of the level of focal behaviour 
(e.g., intention to stay) and discretionary behaviour (e.g., discretionary effort) for different 
commitment profiles.  
 
Between 2002 and 2012, a number of empirical studies investigated CPs, with the 
majority employing median split or cluster analysis to generate profiles. Studies by 
Herscovitch and Meyer (2002) and Gellatly et al. (2006), which utilised the median split 
approach, generated eight CPs, while those employing cluster analysis (and in one case listed, 
latent profile analysis) generated a smaller number of between four and seven CPs (Sinclair et 
al., 2005; Somers, 2010, Wasti, 2005). 
Herscovitch and Meyer (2002) created CPs to investigate profiles of  positive 
commitment to organisational change and resistance to organisational change, using the 
median split approach to categorise employees according to either high or low levels of AC, 
CC, and NC. Gellatly et al. (2006), also identifying eight profiles by median split analysis, 
examined the coexistence of the three components of OC and their interactive effects. These 
 32 
two studies can be criticised because of the use of the median split technique (this will be 
discussed in later in this chapter).  
On the other hand, Wasti (2005) tested Meyer and Herscovitch’s (2001) CP 
propositions in a different way, using cluster analysis capable of identifying CPs based on 
moderate component levels. Wasti identified a six-cluster solution (see Figure 3). All Wasti’s 
(2005) outcome variables differed significantly over the CPs. The findings showed that the 
interaction among the components could be more intricate than theoretically anticipated due 
to the possibility that the role of NC in a profile may be dependent on the levels of AC and 
CC. Wasti (2005) argued that high levels of NC did not improve employee work-related 
behaviours when high levels of CC were present, although it did when combined with high 
AC. Wasti (2005) recommended further research on the coexistence of the three components 
of commitment in order to gain a more complete understanding of CPs.  
 
Figure 2. Wasti’s (2005) six commitment profiles.  
 
Sinclair et al. (2005) also examined CPs using cluster analysis, settling on a four-
cluster solution (see Figure 2). Although limiting their profiles to AC and CC components, 
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they contributed an important extension to Meyer and Herscovitch’s (2001) theory by 
suggesting that most employees are likely to have levels of commitment in the moderate 
range and not at the two extremes. Somers (2010), using cluster analysis with a three-
component model, generated a seven-cluster solution. He found that highly committed 
employees (i.e., high on all three commitment components) and those with affective-
normative dominant profiles (high AC, high NC, low CC) had the strongest intentions to 
remain with the organisation. It is noteworthy that these profiles showed significantly lower 
TIN than the affective dominant profile (high AC, low NC, low CC). The findings provided 
additional evidence that the experience of any one component of OC is influenced by the 
levels of the other two components in terms of what Gellatly et al. (2006) later identified as a 
context effect. 
Tsoumbris and Xenikou (2010) added occupational commitment to the examination 
of CP groups. That is, the authors examined combinations of commitment to different foci in 
terms of an employee’s organisational and occupational commitment. In keeping with prior 
research, results of their four-cluster solution (via k-means) revealed that employees with a 
highly-committed profile had the strongest intentions to remain and the highest levels of 
OCB, whereas employees in the non-committed and CC-dominant profile groups had the 
greatest intention of leaving the organisation and of changing occupations.  
More recently, Meyer, Stanley, and Parfyonova (2012) investigated the combined 
influence of AC, CC, and NC on work outcomes using the more sophisticated latent profile 
analysis technique to identify CPs. Researchers can compare models but also identify 
subgroups within similar patterns of scores on a set of variables (Lubke & Muthen, 2005; 
Morin et al., 2011). Meyer, Stanley, and Parfyonova (2012) found a six-profile solution that 
included some moderate levels. The results of analysis revealed that highly committed and 
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AC-NC-dominant groups showed the highest levels of autonomous regulation, OCB, and 
well-being.  
Table 1 and Table 2 summarise this growing empirical research on CPs. Five to seven 
profile groups with distinct patterns of AC, NC, and CC are revealed across the studies. The 
consistent pattern of CPs includes some version of AC-dominant, CC-dominant, AC-NC-
dominant, fully committed, and uncommitted. It is important to note that there is no generally 
accepted convention regarding the threshold between high and moderate levels of AC, NC, 
and CC. The way empirical research on CPs has labelled profile groups (e.g., AC-dominant) 
to date has been based on either relative levels (based on cluster and latent profile analysis) or 
above/below-median scores (median split analysis). However, some studies have identified 
moderate CP groups with moderate levels of all three components (Meyer, Stanley, & 
Parfyonova, 2012; Wasti, 2005). For example, Wasti (2005) considered employees who 
displayed above average level of AC or CC as “AC-dominant” or “CC-dominant”, while 
employees who scored slightly below average on all forms of commitment were labelled as 
“Neutrals”. Meyer and colleagues (2012) used the label “Moderate Commitment” that reflect 
CPs closest to the mean levels. As such, these two studies indicate that moderate levels of AC, 
NC, and CC should be included as parts of distinct patterns of CP.  
Table 1 lists eight key empirical studies in CP. There are two problems associated 
with comparisons of these studies. First, there are two studies (Sinclair et al., 2005; 
Tsoumbris & Xenikou, 2010) that employed a set of independent variables other than the 
standard three (AC, CC, and NC) employed by all other studies. Thus, any comparison 
involving these two studies would be inappropriate. The second problem of comparison is 
that the last study (Meyer et al., 2012) employed neither median split nor cluster analysis but 
latent profile analysis. Therefore, the median split/cluster analysis comparison can be made 
among only five empirical studies.  
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Table 1 Summary of Research on Commitment Profiles  
Summary of Research on Commitment Profiles 
Study Method used Profiles found Independent variables Summary of findings 
Herscovitch & Meyer (2002) Median split analysis Eight profiles AC,CC and NC 
Employee who have strong AC & 
CC were favourable toward 
organisational change 
Wasti (2005) (S1) 
 
Wasti (2005) (S2) 
Cluster analysis Six profiles (S1, S2) AC.CC and NC 
Highly committed group showed 
the low level of work withdraw, job 
stress and high level of altruism 
toward colleagues 
 
Sinclair et al (2005) Cluster analysis Four profiles AC and CC 
Devoted and allied  group showed 
the most desirable job behaviour 
Gellatly et al (2006) Median split analysis Eight profiles AC,CC and NC Pure profiles group showed the high level of intention to remain 
Somers (2010) Cluster analysis Seven profiles AC,CC and NC Highly committed group showed strongest intention to remain 
Tsoumbris and Xenikou (2010) Cluster analysis Four profiles AC,CC and NC AOC,COC and NOC 
Highly-committed profiles had 
strongest intentions to remain and 
organisational citizenship behaviour 
(OCB) 
Meyer et al., (2012) Latent profile analysis (LPA) Six profiles AC,CC and NC 
Highly-committed and AC-NC 
dominant profile groups had the 
highest  levels of need satisfaction, 
OCB and well-being 
Note. AC = Affective commitment; NC = normative commitment; CC = continuance commitment; AOC=affective organisational and occupational 
commitment; COC=continuance organisational and occupational commitment; NOC=normative organisational and occupational commitment; S1=study1; 
S2=study2.     
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Table 2 Summary of Profiles Obtained in Previous Research 
Summary of Profiles Obtained in Previous Research 
 
 
 
Method 
used 
l high All mod. Low-mod. 
 
All low 
 
 
AC-dom. 
 
NC-dom. 
 
CC-dom. 
 
 
AC/NC-
dom. 
 
 
AC/CC-
dom. 
 
 
 
CC/NC-
dom. 
 
Herscovich & Meyer 
(2001) 
 
 
Median 
split 
          
Wasti(2005) – S1 
Cluster 
analysis 
 
          
Wasti (2005)- S2 
Cluster 
analysis 
 
          
Sinclair et al. (2005) Cluster analysis           
Gellatly et al. (2006) Median split           
Somers (2010) 
Cluster 
analysis 
 
          
Tsoumbris & Xenikou 
(2010) 
Cluster 
analysis 
 
          
Meyer et al. (2012) 
Latent 
profile 
analysis 
          
Notes as for Table 1. Sinclair et al., (2005) only assessed affective and continuance commitment. 
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As mentioned previously, two of these five studies (Gellatly et al., 2006; Herscovitch 
& Meyer, 2002; Gellatly et al., 2006) divided employees into according to high or low levels 
of AC, CC, and NC using the scale median and theoretical interpretations as key criteria. 
Both studies then identified eight profiles, in line with Meyer and Herscovitch’s (2001) 
conceptual propositions. In addition, Herscovitch and Meyer’s (2002) study included profile 
groups with low membership: two groups had less than 10 cells. Both studies identified eight 
profiles. The remaining three studies (Somer, 2010; Wasti, 2005 [comprising two studies]) 
employed cluster analysis. Interestingly, Wasti (2005) reported six profiles arising from the 
two samples studied. Given the small number of studies employing the two statistical 
techniques of median split and cluster analysis, it is hazardous to draw any definitive 
conclusion as to where the application of a particular statistical technique was a determinant 
of the empirical results. However, while the median split technique identified a number of 
profiles that agreed with Meyer and Herscovitch’s (2001) theoretical contention, it is both 
arbitrary by nature and fails to account for a more nuanced range of profiles that includes 
moderate levels of commitment components. By comparison, cluster analysis represents a 
more intrinsically natural approach to identifying the pattern of profiles and is capable of 
identifying moderate-level profiles. One further method that has been utilised only recently in 
OC research is latent profile analysis. This technique is a model-based approach allowing 
researchers to identify latent CPs through an evaluation of the relative fit of models (Meyer et 
al., 2012). It also has the capacity to identify moderate levels. Future research may make 
greater use of this approach, although it has not been utilised for this program of research. 
Regarding the identification of moderate-level CPs, it is important to point to an 
inadequacy in the prior literature’s descriptions of CPs. In general, prior studies used 
descriptions such as: “AC-dominant,” “CC-dominant,” and so on. Given the absence of a 
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clear threshold of “dominant” in the various papers, AC, CC, and NC are mostly not 
considered as continuous (although truncated) variables, when measured. This lack of 
definitive threshold of “dominant” or “moderate” suggests that the label of a component does 
not necessarily mean that the levels of AC, CC, or NC are absolute. For example, an “AC 
dominant” profile does not necessarily mean it is an AC high profile, as the relative level of 
AC (compared to NC and CC) may be high, but the relative level of AC is moderate (AC 
mean for cluster) (e.g., Wasti, 2005). This general approach is applied in the empirical work 
reported in Chapters 4 and 5. Needless to say, in any empirical study, there is no reason to 
expect that all possible profiles will exist.  
Dual nature of normative commitment (NC). 
Within identified CPs, recent research provides evidence that the relationship between 
NC and work behaviour is dependent on the relevant levels of AC and CC. That is, it appears 
that NC may have a dual nature, which is determined by the context created by the other two 
components of commitment. In the following section, the notion of a dual nature of NC is 
reviewed. 
Meyer and Parfyonova (2010) noted that “the unique combinations of the AC, CC, 
and NC appear to produce qualitatively different mindsets that have important implications 
for behaviour” (p. 287; emphasis added). They argued two propositions: First, when 
combined with high AC, the nature of NC is characterised by a moral imperative and “is 
associated with positive beliefs (e.g., inherent goodness, meaningfulness) and affect (e.g., 
optimism, inspiration) with regard to the target and behavioural implications of the 
commitment.” (p. 288). Second, when combined with high CC, the nature of NC is 
characterised by an indebted obligation and “is associated with less positive beliefs (e.g., 
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indebtedness, inconvenience) and affect (e.g., guilt, frustration) with regard to the target and 
behavioural implications of the commitment.” (p. 288). However, this proposition has only 
been inferred from differences observed in the relationship between CPs and outcome 
variables. The assertion that different CPs produce distinct mindsets which generate different 
cognitive and affective reactions remains untested.  
While the two concepts of CP and outcomes (TIN and OCB) are measureable 
(empirical results of the connection between these two variables will be presented in Chapters 
4 and 5), mindsets are not measurable in the same way. As pointed out above, mindset is 
connected with cognitive and affective reactions and as such, a qualitative approach is a more 
suitable method to examine employees’ mindset. In order to gain knowledge of the nature of 
employees’ mindsets, therefore, qualitative methods are appropriate. The need for an 
investigation of qualitative differences in mindsets associated with CPs is in line with the 
recommendations of other authors (e.g., Bergman, 2006; Jaros, 2009) who have called for the 
use of qualitative research methods in examining OC.  
Returning to a possible dual nature of NC, Meyer and Parfyonova (2010) proposed 
that an employee’s obligation to his or her organisation may be experienced as a “moral 
imperative” in the case of a CP characterised by high NC together with high AC and low CC 
but as “indebted obligation” in the case of a CP characterised by high NC together with high 
CC and low AC. Gellatly et al. (2006) saw such a dual nature of NC as dependent on the 
relative levels of AC and CC, describing this as a “context effect” (p. 342). To date, however, 
theoretical predictions have only been made for strong-NC profiles with either high AC or 
high CC.  
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In short, Gellatly and colleagues (2006) and Meyer and Parfyonova (2010) have 
established two faces of NC as influenced by high AC and low CC, and low CC and high AC. 
Nevertheless, there is currently a limited understanding on other possibilities of the nature of 
mindsets beyond the two faces of NC as moral imperative or indebted obligation.  As the 
theoretical development of CPs is currently limited in its capacity to explore the nature of 
employees’ mindsets associated with various CPs, an investigation of qualitative differences 
in mindsets associated with range of CPs will make a substantial contribution to the literature.  
Meyer and Parfyonova (2010) recently provided a series of propositions regarding the 
development of employees’ mindsets and the motivational mechanisms (both internal and 
external) associated with their CPs. The following section discusses the motivational 
mechanisms that have been proposed by Meyer and Parfyonova (2010), which are associated 
with the development of mindset.   
The Development of Commitment Profiles and Associated Mindsets 
Meyer and Parfyonova (2010) provided a series of propositions regarding the 
development of employees’ mindsets and the motivational mechanisms (both internal and 
external) associated with their CPs. In particular they drew attention to four motivational 
mechanisms that may assist in explaining a dual nature of NC: self-determination theory 
(SDT), perceived organisational support (POS), psychological contract, and leadership. The 
following section reviews Meyer and Parfyonova’s (2010) propositions and the literature 
from which they are drawn in order to clarify the link between CP and mindset. 
Self-determination theory (SDT). 
The underlying mechanisms utilised in CP research to explain the relations between 
OC and employee behaviours (i.e., turnover intentions and OCB) is the self-determination 
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theory of motivation (SDT) (Meyer et al., 2004, Meyer & Parfyonova, 2010). Meyer et al. 
(2004) integrated commitment and motivation theory by highlighting the similarities between 
the mindsets associated with the components of commitment and the motivational states 
identified by Deci and Ryan (1985) and Ryan and Deci (2000) in SDT. They noted that both 
commitment and motivation can be considered as an “energising force with implications for 
behaviour” in terms of internal drive (Meyer et al. 2004, p. 994). Meyer et al. (2004) argued 
that employees practise their motivational state in diverse ways and employees’ job outcomes 
can be different depending on autonomous forms of regulation. For example, employees’ 
motivational states can be associated with attaining rewards, avoiding punishment and shame 
or achieving values and self-expression. Thus, employees’ job outcomes can be differently 
derived from autonomous forms of regulations.  
They argued that the values inherent in the more autonomous forms of regulation 
would contribute to the development of the ideal employee’s behaviour. They proposed that 
the employee behaviours can be internally and externally driven. For example, an employee 
will work toward the accomplishment of ideas when she/he has an intrinsic, identified, 
internally-driven motivation behind her/his behaviour. In contrast, those externally driven are 
more likely to work toward the fulfilment of one’s obligation in order to attain rewards or 
avoid punishment (Meyer et al., 2004; Stanley et al., 2013).  
Similarly, Meyer and Parfyonova (2010) argued that introjected regulation takes place 
when individuals internalise external norms so as to judge the appropriateness of their own 
behaviour (Gagné & Deci, 2005). However, it would be rare to find an employee who would 
hold completely and conscientiously to the values of the organisation, and therefore the 
individual employee never views his or her work for an organisation as completely 
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autonomous. Consequently, the employees feel the pressure that they cannot give themselves 
fully to the organisation’s aims and goals. This creates introjections that are associated with 
feelings of shame and guilt (Koestner & Losier, 2002). Such forms of motivation will not 
produce high levels of discretionary effort and, as such, cannot account for the evidence 
linking NC to OCB (Gellatly et al., 2006; Meyer et al., 2002). Therefore, it is proposed that 
when combined with strong AC, NC is associated with autonomous regulation. Employees 
who experience obligation as a moral duty will fully support organisational goals (because 
they are value congruent) and devote effort to attaining these goals even under difficult 
conditions. On the other hand, introjected motivation underlies indebted obligation within NC. 
When this is found in combination with strong CC, it manifests itself as an indebted 
obligation. For example, employees who are motivated to meet the expectations of others 
(introjected regulation) are less productive and their attitude is less healthy because they 
operate on lower levels of discretionary effort (Meyer & Parfyonova, 2010).  
Meyer, Stanley, and Parfyonova (2012) tested Meyer and Parfyonova’s (2010) 
proposition. They investigated how various CPs are connected with motivational states (the 
need for autonomy, competence and relatedness). Meyer, Stanley, and Parfyonova (2012) 
found that when combined with strong AC, NC is associated with autonomous regulation, 
need satisfaction and OCB, while when combined with weak AC, NC did not correlate with 
any of the motivational states. More recently, Stanley et al. (2013) argued that “the salience 
of internal drive may be influenced by the within-person context provided by the combination 
and level of the commitment forms” (p. 179). They argued that the nature of employee 
obligation can be dependent on AC and CC (Gellatly et al., 2006; Meyer, Stanley, & 
Parfyonova, 2012). 
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Perceived organisational support. 
Rhoades et al. (2001) defined perceived organisational support (POS) as the extent to 
which “employees form general beliefs concerning how much the organisation values their 
contributions and cares about their well-being” (p.825). Research on POS has found that not 
only does POS lead to the development of AC but it also generates a felt obligation to the 
organisation (Armeli, Eisenberger, Fasolo, & Lynch, 1998; Meyer & Parfyonova, 2010; 
Rhoades et al., 2001). POS leads to a heightened desire to reciprocate to the organisation with 
increased effort (Armeli et al., 1998; Meyer & Parfyonova, 2010; Rhoades et al., 2001). 
Hence, the following section will examine antecedents of POS and discuss how POS impacts 
employee AC and employees’ obligation to the organisation and how these provide insight 
into obligations associated with NC.   
Rhoades and Eisenberger (2002), through a meta-analysis, argued that there are three 
major antecedents of POS: organisational rewards, support received from supervisors 
/working conditions, and procedural justice. For example, organisational rewards and 
working conditions are positively related to POS when the organisation provides 
development experiences for their employees to expand their skills, grants employees 
autonomy to carry out their job, and gives recognition from higher level management 
(Aselage & Eisenberger, 2003; Rhoades & Eisenberger, 2002). They also argued that when 
employees believe that their supervisors take care of them and show their respect for their 
contribution, the employees will be more likely to value the organisation for its support. 
Consequently, support from supervisors is strongly related to POS. Lastly, procedural justice 
is a major antecedent. According to Greenberg (1960), procedural justice is the fairness of 
formal organisational policies and procedures that lead to outcomes. For example, various 
studies on POS (Aselage & Eisenberger, 2003; Shore & Shore, 1995; Rhoades & Eisenberger, 
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2002) found that when an organisation distributes fair pay or provides promotion to their 
employees, the employees will respond positively as they perceive procedural justice. Hence, 
POS leads to AC.  
In the beginning of this section, it is noted that POS contributes to AC and NC. The 
following section will discuss how POS is strongly related to AC and creates a felt obligation 
to be concerned with the state of the organisation and exert effort towards the organisation 
achieving its goals associated with NC. Armeli et al. (1998) argued that when employees 
believe that they receive support from their organisation, employees are more likely to 
reciprocate to their organisation via greater AC and increase efforts to support the 
organisation. This is because antecedents of identified POS help employees satisfy their 
socio-emotional needs in the work place such as respect, caring and approval. It has been 
found that POS relates positively to AC and Meyer et al. (2002) in their meta-analysis of 155 
studies identified it as one of its strongest correlates (ρ = .63). At the same time, Meyer et al. 
(2002) also found that POS was also strongly correlated with NC (ρ = .47). These findings 
suggested that POS is related to both AC and NC. More recently, Meyer and Parfynova 
(2010) argued that POS contributes to the formation of both AC and NC. They argued that 
the senses of desire and obligation could co-occur depending on how employees perceive a 
given antecedent variable. Training opportunities, for example, could respectively develop a 
sense of desire and obligation if employees view training opportunities as a sign of 
organisational support or a benefit requiring reciprocation.  
When NC is combined with a strong AC, the nature of employees’ obligation can be 
experienced as a moral imperative because he or she believes that the treatment being 
received from the organisation is largely positive in terms of favourable working conditions, 
 45 
 
organisational rewards, fair treatment, and support from supervisors. In such a case, 
employees’ positive emotional attachment to their organisation increases. Consequently, this 
positive emotional desire leads to employees’ moral imperative obligation because the 
employees feel a heightened desire to reciprocate with increased effort to help the 
organisation achieve its objectives in terms of the norm of reciprocity. This aligns with the 
previous research on POS. When the organisation provides their employees with fair 
organisational support, POS leads to an employee’s positive beliefs toward the organisation 
(Aselage & Eisenberger, 2003; Meyer et al., 2002; Meyer & Parfyonova, 2010; Shore & 
Shore, 1995; Rhoades & Eisenberger, 2002). On the other hand, when employees believe 
their organisation is treating them in a negative way, for example, underpaid, undervalued, 
unfavourable working conditions, and lack of rewards, the nature of employee obligation is 
experienced as an indebted obligation because unfair treatment cultivates employees’ 
negative beliefs toward their organisation and in turn, employees are less obligated to 
reciprocate with the organisation. As a result, it can be argued that employees’ negative 
beliefs result in less effort in their work and they would not have a strong desire to help the 
organisation.  
In summary, employees who have received higher levels of POS, and share values, 
are more likely to have higher AC than CC, and thus experience NC as a moral imperative. 
On the other hand, employees who have received lower levels of POS, and do not share 
values, are more likely to have higher CC than AC, and thus experience NC as an indebted 
obligation. 
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Psychological contract. 
Recently, researchers have argued that psychological contract is strongly related to 
employee NC (Meyer & Herscovitch, 2001; Meyer & Parfyonova, 2010; McInnis, Meyer, & 
Feldman, 2009). Morrison and Robinson (1997) defined psychological contract as “an 
employee’s beliefs about the reciprocal obligations between an employee and his or her 
organisation based on perceived promises” (p. 229). According to Schein (1980), the key 
determinants of employees’ attitudes and behaviours derive from psychological contract, 
because a psychological contract reveals the expectations of the employee and the 
organisation concerning what each is obliged to offer the other in terms of particular 
resources. Morrison and Robinson (1997) made a distinction between transactional and 
relational contracts. Transactional contracts are associated with specific, short-term and 
financial obligations (e.g., pay for service) that require a limited contribution from each party. 
In contrast, relational psychological contracts are associated with an open-ended time frame 
and long-term obligations, and are founded on the exchange of socio-emotional elements 
such as support and loyalty, not only monetisable elements (e.g., pay for service) (Morrison 
& Robinson, 1997).  
Meyer and Herscovitch (2001) argued that an employee’s recognition of his or her 
obligation to their organisation is reflected by NC within the psychological contract. They 
called for more research to investigate the relevance of NC to the psychological contract. To 
date, this link remains under-researched. More recently, McInnis, Meyer, and Feldman 
(2009) similarly argued that because psychological contracts are presumed to reflect 
perception of mutual obligation between an employee and the employer, psychological 
contracts should be closely related to NC—which refers to employees’ sense of obligation to 
their organisation—than the other two components of commitment. While relational contracts 
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might be presumed to have a greater association with AC, McInnis et al. argued that NC 
shares relationship with the antecedents of AC, especially for organisational justice and 
support. These conditions contribute not only to a sense of desire to remain with the 
organisation but also a sense of obligation to do so. Further they argue that NC can be 
independently developed in the absence of desire. For example, when an individual receives 
favour from another, the employee’s NC can be experienced as a strong sense of obligation to 
reciprocate without desire (Meyer & Herscovitch, 2001; McInnis et al., 2009).  
To explain this different type of NC on felt obligation, McInnis et al. (2009) argued 
that individuals with a contract based on mutual concern and trust will view their obligation 
to work toward organisational goals as a moral imperative. For example, when employees 
believe that their employer treats them equally in comparable positions, employees are more 
likely to feel obligated to their organisation and feel affectively attached to their organisation. 
On the other hand, individuals with a contract based on tangible and individually negotiated 
terms will view their obligation as an indebted obligation. That is, employees will still have 
an obligation to their organisation but it is not necessary that employees are affectively 
attached to their organisation.  
More recently, Meyer and Parfyonova (2010) argued that a relational contract is 
associated with a sense of moral imperative because employees in a relational contract are 
more likely to value the relationship for its own sake and engage in their organisation with a 
greater level of OCB when they believe that they are treated fairly by their organisation 
(Aselage & Eisenberger, 2003; Meyer, Allen & Topolnytsky, 1998). In contrast, they argued 
that employees with a transactional contract are likely to reciprocate out of necessity instead 
of desire in terms of indebted obligation. Meyer et al. (1998) argued that if NC is founded on 
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the obligation to reciprocate benefits conferred by the organisation, NC can be influenced by 
the relative salience of the transactional features of the psychological contract. In this case, it 
can be argued that employees will evaluate whether they have satisfied any indebtedness that 
they have incurred from investments made for their benefit by the organisation (e.g., training 
opportunities; tuition payments). For individuals who still feel indebted, the feeling of NC 
might become a decisive factor in their judgement about remaining with or leaving the 
organisation. However, their discretionary effort will be low because the reason they remain 
with the organisation is to reciprocate for benefits that they have received from the 
organisation and these benefits relate to the short term (Meyer et al., 1998).  
In addition to both relational and transactional psychological contracts, there is a new 
form of psychological contract called the ideology-infused psychological contract. An 
ideology-infused contract is based on a shared obligation to advance a cause or ideology 
valued by both employer and employee (Thompson & Bunderson, 2003). It is likely to 
develop when employees’ values align with those of the organisation, giving them a shared 
meaning or purpose. As a result, employees are more likely to put effort into their work and 
to cooperate with their organisation as they believe that this is the right thing to do for the 
cause. Thus, Meyer and Parfyonova (2010) proposed that the nature of an employee’s 
mindset is associated with an ideology-infused contract. The authors state that both relational 
psychological and ideology-infused contracts are more likely to develop an AC/NC-dominant 
profile. They do not differentiate between the nature of NC associated with these two types of 
contracts.  
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Experience of leadership. 
Leadership is also considered an organisational factor that impacts on the way NC is 
perceived by employees, because employees’ perceptions are heavily influenced by the 
behaviour of leaders (Bass & Steidlmeier, 1999; Kanungo, 2001; Meyer & Pafyonova, 2010). 
This section will focus on transformational and transactional leadership styles, which have 
been linked with NC in recent studies (e.g., Gardner, Avolio & Walumbwa, 2005; Meyer & 
Pafyonova, 2010; Moss, McFarland, Ngu & Kijowska, 2007; Moss & Ritossa, 2007). 
Various studies on leadership behaviour (Bass, 1997; Bass & Steidlmeier, 1999; 
Conger & Kanungo, 1998; Kanungo; 2001) contended that due to the strong link between a 
leader’s influence and a follower’s behaviour, organisational researchers have traditionally 
paid attention mainly to two classifications of leadership: transactional and transformational. 
The transactional leader is more likely to be involved with directing and disciplining 
followers to accomplish tasks and organisational objectives by the use of praise, rewards, 
sanctions, punishments, and the power of position. Transformational leadership, in contrast, 
focuses on developing a vision that informs and presents the organisation’s objective and 
establishes the basis for the organisation’s business strategies, procedures, and policies so that 
the employees will increase their own self-efficacy and alter their values, norms, and attitudes 
in accordance with the transformational leader’s vision (Bass, 1985; Bass & Steidlmeier, 
1999; Conger & Kanungo, 1998; Kanungo, 2001; Whittington, Goodwin, & Murray, 2004).  
Since the original conception of these two forms of leadership behaviour, the vast 
majority of studies on organisational leadership have been conducted with respect to the 
effect of leadership style on achieving organisational goals. Recently, Meyer and Parfyonova 
(2010) integrated commitment and leadership theory to explain two faces of NC. They argued 
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that the transformational leader is more likely to produce a moral imperative in employees. 
This is because transformational leaders are more likely to exert transformational moral 
influence over followers in the long-term and display ethical leadership based on their 
morality (Bass, 1985; Bass & Steidlmeier, 1999; Conger & Kanungo, 1998; Kanungo; 2001). 
Consequently, it has been argued that employees with leaders, who use transformational 
leadership, are more likely to stay with their organisation and are willing to put effort into 
their work, because their attitudes toward the organisation are driven by their positive 
relationship with its leaders. In addition to employee OC, it can be expected that employees 
will commit themselves to different foci; for example, a supervisor, their occupation, or a 
career (Becker & Billings, 1993; Meyer, Stanley, & Parfyonova, 2012; Meyer et al., 2013; 
Swailes, 2004). On the other hand, employees with a transactional leader are more likely to 
manifest indebted obligation, as the transactional leader is more exclusively interested in 
achieving his or her own perceived objectives, thus fostering a sense of controlled motivation 
(Meyer & Parfyonova, 2010).  
Summary – commitment profile formation  
In light of the contribution of these four motivational mechanisms (SDT, POS, 
psychological contract and leadership) to employees’ obligations, it is useful at this point to 
summarise the differences between obligations experienced as moral imperative, and 
indebted obligation.  NC is more likely to be experienced as a moral imperative when an 
employee is affectively attached to the organisation, or where a relational or an ideology-
infused psychological contract applies: for instance, if employees experience value 
congruence with the organisation, a long-term, high-quality relationship with the principal 
supervisor, or more autonomous forms of regulation (Meyer & Parfyonova, 2010). 
Employees in these circumstances feel a desire to reciprocate in their OCB and their intention 
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to remain with the organisation. Thus, the nature of an employee’s moral imperative is driven 
by his or her positive beliefs about the organisation, where he or she perceives a positive 
long-term relationship with the organisation and believes that the organisation cares for and 
treats them well (Meyer & Parfyonova, 2010). Upon perceiving a positive relationship with 
the organisation, employees are likely to want to reciprocate by remaining with the 
organisation, supporting organisational change, and engaging in OCB to achieve 
organisational objectives.  
On the other hand, the mindset associated with indebted obligation is precipitated by 
the perception of a short-term relationship with the organisation based on a transactional 
psychological contract, more controlled forms of regulation, and transactional leadership 
(Meyer & Parfyonova, 2010). Accordingly, employees who experience NC as indebted 
obligation, while still potentially committed to the organisation, are more likely to be 
restricted in their sense of obligation to the organisation. These employees are likely to hold 
that they should perform according to the explicit terms of their employment contract, and 
thus, engage in behaviours that meet only the minimum requirement of their role. Their 
actions are predominantly conducted to avoid perceived costs of leaving the organisation (e.g., 
financial consequences). 
On the basis of this more detailed elaboration of the effect of context, the present 
study is concerned primarily with factors that play a significant role in determining an 
employee’s perception of commitment to the organisation. As discussed above, these 
motivational mechanisms include SDT, POS, psychological contract, and leadership (Meyer 
& Parfyonova, 2010). Both individually and in combination, these motivational mechanisms 
influence employees’ CP, mindsets and behaviour. In short, there are various motivational 
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factors beyond the levels of the OC components, that shape an employee’s commitment 
towards the organisation. Further, employees’ mindsets can affectively and cognitively 
influence their work-related behaviour such as TIN and OCB (Meyer & Parfyonova, 2010). 
Table 3 provides a summary of the hypothesised differences between a moral imperative and 
an indebted obligation with respect to the nature of NC, their impacts on work-related 
outcomes, and motivational mechanisms which have been identified in the formation of CPs. 
Until recently, the nature of NC has only been theoretically developed on the basis of profiles 
with NC accompanied by either high AC or high CC. The case where accompanying levels of 
AC and CC are moderate is less clear. As argued earlier, because AC may exert a stronger 
contextual effect than CC within CPs, if AC and CC are moderate, the nature of NC might 
still be experienced as moral imperative, reflecting a form of relational psychological contract 
and POS with the organisation. On the other hand, in the case where AC is low and CC is 
moderate, the nature of NC might be expected to be experienced as indebted obligation, 
reflecting elements of a transactional psychological contract and lack of POS. 
A related area of recent research regarding NC is the potential role culture plays in the 
way employees’ sense of obligation (i.e., NC) is experienced (Bergman, 2006; Wasti, 2005). 
Cultural values, as an additional context effect, may have a significant influence on what an 
employee perceives to be normal expectations in the workplace and thus have a part in 
determining work-related behaviours (Johns, 2001, 2006) and obligations (Meyer & 
Parfyonova, 2010). Therefore, a context involving certain cultural values and norms may 
influence how employees form their meaning of NC. 
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Cultural values as an additional context effect in OC 
Allen and Meyer’s (1990) three-component model of OC has been the most widely 
accepted and researched model of OC over the last two decades. Within this research there 
have been enough empirical studies of OC to argue that the nature of NC is influenced by 
employees’ cultural values (e.g., Fischer & Mansell, 2009; Meyer, Stanley, Jackson, et al., 
2012; Wasti & Onder, 2009). With strong social ties and normative pressures also capable of 
determining employees’ behaviour, it could be argued that employee mindsets more 
generally, and not only NC, may be influenced by cultural values as a contextual factor in 
employees’ commitment. However, I first deal with the research to date. 
Cross-cultural research on OC has revealed the effects of national culture on OC. A 
number of authors have suggested that in collectivist cultures, the impact of collectivism is 
evident in the nature of NC experienced (Fischer & Mansell, 2009; Ko et al., 1997; Lee et al., 
2001; Lee & Chulguen, 2005; Meyer, Stanley, & Jackson et al., 2012; Meyer et al., 2002, 
Wasti, 1999, 2005). Triandis (1995) argues that the effect of differences in culture along 
individualistic/collectivistic lines is particularly noticeable in differences in the targets of 
obligation. He argues that within individualistic cultures, the elevation of personal interests is 
directed to an emotional independence and pursuit of personal goals. In addition, social 
behaviour is formed from an individual’s attitude, and perceived benefits are calculated based 
on individual rather than group goals. In contrast, under the influence of more collectivist 
cultural values, personal interests are formed with deference to the interests of the group, 
where social behaviour is regulated by norms, duties, and obligations. This raises the 
possibility that the nature of employee obligation may be different in a collectivist context 
compared to an individualist context, as based on prior research the target and type of 
obligations experienced may differ (Bergman, 2006).  
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Table 3 Commitment Profiles Formation 
Commitment Profiles Formation 
 Moral Imperative Indebted Obligation 
Commitment Profile High AC and NC, and low CC High CC and NC, and low AC 
Mindset Strong desire to pursue a course of action because it 
is the right and moral thing to do 
Strong need to reciprocate with a broad view of what 
is included in the terms of commitment  
A sense of having to pursue an action to avoid the 
social costs for failing to do so 
Restrict their obligations to the organisation to the 
explicit terms of their employment contract 
Behaviours Low turnover intentions and high OCB  High turnover intentions and low-moderate OCB 
Beliefs and Affect Positive beliefs about organisation (inherent 
goodness, and meaningfulness); and  
Positive affect (e.g., optimism, inspiration) 
Less positive beliefs (e.g., indebtedness, 
inconvenience); and 
Less positive affect (e.g., guilt, frustration) 
Motivational Mechanisms Greater levels of autonomous forms of regulation 
(i.e., intrinsic and integrated) 
More controlled forms of regulation (i.e., external 
and introjected) 
POS High level of POS 
Value congruence with organisational values 
Lower levels of POS 
Lower levels of shared values 
Psychological contract Ideological infused psychological contract or 
Relational psychological contract 
Transactional psychological contract 
Leadership  Transformational, charismatic and authentic 
leadership 
Transactional leadership without accompanying 
transactional leadership behaviours 
Notes: As for Table 1. POS= perceived organisational support
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If employees in collectivist culture are more likely to consider the interests of the 
group when making decisions (Triandis, 1995), this may impact on the types of obligations 
they experience. Employees’ sense of obligation in these circumstances may be more 
dependent on interrelationships and the mutual obligations that stem from stronger societal 
norms and duties than it would under the influence of more individualistic values (Bergman, 
2006, Fischer & Mansell, 2009; Triandis, 1995; Wasti, 2003a, 2003b, 2005; Wasti & Onder, 
2009). For example, employees are more likely to remain with the organisation and put 
discretionary effort into their work due to interrelationships in a case where individuals’ 
consideration of the interests of the group prevails over independent interests.  
A number of researchers (Gelfand, Nashii, & Raver, 2006; Wasti & Onder, 2009) 
have argued that when a sense of group norms and duties are strong, the desire for conformity 
among employees is one of the factors that shapes employees’ perceptions of their reciprocal 
obligations. That being so, employees are more likely to be sensitive to organisational norms 
and sanctions and thus feel a greater sense of obligation to their supervisors, colleagues, and 
the organisation (Wasti & Onder, 2009). Importantly, an employee’s sense of obligation (NC) 
may be directed more towards the interrelationships and mutual obligations that stem from 
strong social norms and duties than towards the organisation itself (Bergman, 2006, Fischer 
& Mansell, 2009; Triandis, 1995; Wasti, 2003a, 2003b, 2005; Wasti & Onder, 2009). In these 
ways, cultural values may represent a context effect in a model of OC, as they might impact 
on how employees perceive and experience NC.  
In summary, the nature of NC as represented by an employee’s perceptions and 
experience of obligation within the organisation, and the relationship of an employee’s NC 
with organisational behaviour, may be influenced by an employee’s culture as a context 
effect in addition to or even with a degree of independence from levels of AC and CC in a 
given profile. That is, cultural values, in the context of which employee behaviour is enacted, 
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may constitute an important element of influence on how employees experience and form 
their perceptions of NC. Thus, cultural values may play a role, in conjunction with the effects 
of AC and CC levels, in the development of employee mindsets that generate the cognitive 
and affective reactions ultimately driving behaviour. The following section discusses the 
relationships between the existing concepts in the literature, expanded to take into account the 
points discussed so far. 
A conceptual framework  
A CP reflects the combination of varying levels of the three components of 
employees' OC (Meyer & Allen, 1991, 1997; Meyer & Herscovitch, 2001). The unique 
combinations of the three components of OC were developed by Meyer and Parfyonova 
(2010) to reflect “qualitatively different mindsets that have important implications for 
employee work-related behaviours” (p. 287). The dynamic combination of the three 
components of OC ( AC, NC and CC) results in different patterns of CP, which may be seen 
as contributing to the mindset of employees’ towards their organisation. It is this mindset that 
in turn generates the cognitive and affective reactions that determine work-related behaviour 
(such as TIN and OCB).  
The early OC literature was concerned with relationships between the components of 
OC and employees’ work-related outcomes (Meyer et al., 2002). Subsequently the concept of 
a CP was introduced, where a CP is characterised by a combination of different levels of the 
three OC components. It is important to elaborate on the potential dual nature of NC as 
influenced by AC and CC. While previous studies have focussed on NC when employees’ 
accompanying levels of AC or CC were high, little is known about the nature of NC when 
accompanying levels of AC and CC are moderate. It has been suggested in this thesis that 
when the levels of AC and CC are both high, and possibly even when they are both moderate, 
the nature of NC might be experienced by employees as a moral imperative, due to the fact 
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that AC generally has a stronger impact on employees’ mindsets than CC (Meyer & 
Herscovitch, 2001). On the other hand, when AC is low and CC is moderate, the dominant 
effect may be that of CC, reflected in mindsets which generate indebted obligations. There is 
also the potential for cultural values to create an additional context effect on the nature of 
mindset.   
In summary, the concept of two faces of NC (moral imperative and indebted 
obligation) requires further research, such as an investigation of the most prevalent factors at 
play in employees’ experience. Certainly, up to this point it can be argued that high AC 
combined with NC, the nature of NC can be experienced as moral imperative, which results 
in a positive cognitive and affective reaction. This reaction will contribute positively to the 
mindset of an employee towards the organisation, enhancing intention to stay and OCB 
outcomes. On the other hand, high CC with low AC means that the nature of NC can be 
experienced as indebted obligation, which exerts a generally negative effect on mindset to the 
organisation and less desirable intention to stay and OCB outcomes.  
Current Research 
There is a paucity of qualitative research on OC despite repeated calls for the use of 
qualitative approaches to deepen our understanding of OC (Bergman, 2006; Jaros, 2009). 
Bergman (2006) argued that future research on NC required the application of qualitative 
research analysis to clarify the nature of NC in terms of employee perceptions of obligation 
to an organisation. Likewise Jaros (2009) postulated that qualitative assessments can be 
employed as a supplement or complement to qualitative methods in order to increase our 
understanding of employees’ OC.  
An area where the application of a qualitative approach may be particularly useful is 
in examining the differences in employee mindsets which accompany different CPs. Since 
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Meyer and Herscovitch (2001) reiterated the need for further research on CPs, CP studies 
have exclusively utilised quantitative research methods. Meyer and associates (e.g., Meyer & 
Parfyonova, 2010; Meyer, Stanley, & Parfyonova, 2012; Meyer et al., 2013) theorised that 
there were rich insights to be gained into employees’ different mindsets associated with 
various CPs. However, the existence of qualitative differences has only been inferred from 
the pattern of quantitative results. This study contributes towards filling a gap in the literature 
by adopting a mixed-methods approach, utilising not only a quantitative survey but also semi-
structured qualitative interviews in order to understand employee mindsets’ associated with 
CPs. 
In summary, this current program of research argues that to further our understanding 
of CPs, the nature of employee mindsets associated with different CPs needs to be 
qualitatively examined. This thesis aims to uncover how employees’ NC (sense of obligation) 
to their organisation is experienced in terms of moral imperative or indebted obligation and to 
describe the potential for different mindsets arising through the dynamic combination of the 
various components in the CP and additional context effects at work in the formation of OC. 
Through the use of a mixed-method research design, the current research extends our 
understanding of the nature of NC by examining the difference in employees’ perceptions of 
their obligations to their organisation based on their CPs. Based on the review of literature 
regarding the dual nature of NC, the following research questions and hypotheses were 
developed:  
Research Question1: Are there differences in how employees with different 
commitment profiles describe their cognitive and affective 
reactions to their organisation? 
Research Question 1a Do employees with an AC/NC- dominant profiles describe their 
obligations to the organisation in terms of a moral imperative?  
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Research Question 1b Do employees with a CC/NC-dominant profile describe their 
obligations to their organisation in terms of an indebted 
obligation? 
Research Question 1c How do employees who have CPs with only moderate levels of 
AC and CC describe their obligations to their organisation? 
Research Question 2: How do cultural values impact on employees’ perceptions of 
obligation to their organisation?  
To be able to examine potential qualitative differences in mindsets, employees’ CPs 
were first determined through quantitative measures. Cluster analysis was used to identify an 
employee’s CPs, followed by semi-structured interviews to investigate the mindsets 
associated with different CPs. Based on the CP research reviewed above, the current study 
states the following hypotheses regarding CPs: 
Hypothesis 1:  Profile groups with moderate to strong NC in combination with strong AC 
(e.g., AC/NC-dominant and fully committed) will be characterised by a moral 
imperative mindset and will have lower levels of TIN and higher levels of OCB 
than profile groups with moderate to strong NC but weak AC (e.g., NC-
dominant, CC/NC-dominant). 
  
Hypothesis 2:  Profile groups with moderate to strong NC in combination with relatively 
strong CC compared to AC (e.g., CC/NC dominant) will be characterised by 
an indebted obligation mindset and will have higher levels of TIN and lower 
levels of OCB than profile groups with strong AC but lower levels of TIN and 
higher levels of OCB than profile groups with low levels of NC and AC (e.g., 
CC-dominant, uncommitted). 
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CHAPTER THREE: RESEARCH DESIGN  
Introduction 
The methodological design of this research consisted of a mixed-method 
approach incorporating both quantitative and qualitative methods. This mixed method 
approach was designed to investigate employees’ perceptions of their obligations to 
their organisation and the mindsets associated with different commitment profiles 
(CPs).  
A number of researchers have called for the use of qualitative approaches to 
supplement the dominant quantitative approach traditionally used when investigating 
organisational commitment (OC), to facilitate a deeper understanding of the 
foundations of OC (Bergman, 2006; Jaros, 2009). Likewise Jaros (2009) and Wasti 
(2003a, 2003b, 2005) also postulated that qualitative assessments could be employed 
to increase our understanding of employee OC.  
This thesis addressed the above calls for more qualitative research on OC by 
investigating whether there are differences in employees’ perceptions of their 
obligations to their organisation based on their CPs. Initiating research in the 
qualitative paradigm will encourage a detailed exploration of employees’ self-reported 
experiences of OC, thus enabling theory and explanation to be inductively derived 
(Creswell, 2009; Miles & Huberman, 1994). The purpose of this Chapter was to 
provide the rationale for a mixed method research design.  
The Research Design 
The division between quantitative and qualitative methods rests on a long 
philosophical tradition. Historically, the quantitative approach dominated research in 
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the social sciences from the 19th century up until the mid-20th century. In the latter 
half of the 20th century, interest in qualitative research increased. Researchers 
advocating a quantitative approach paradigm might argue that unless human 
behaviours can be expressed in numerical terms, they cannot be precisely measured.  
On the other hand, researchers advocating a qualitative approach paradigm might 
argue that qualitative data provides greater depth through a richer, more detailed 
picture of social life. In spite of the historical tension between the two approaches, 
advances in sophistication and perceived legitimacy have led to the point where a 
combined quantitative and qualitative approach is frequently desirable, not only 
because research methodology continues to develop, but because many of the 
problems addressed by social science researchers are complex and difficult to address 
through any one approach exclusively (Creswell, 2009). 
Creswell (2009) described research design as “the intersection of philosophy, 
strategies of inquiry, and specific methods” (p. 5). This study began from a 
postpositive philosophical worldview, recognising that while it is not possible to 
determine absolutely the nature of NC reflected in employee mindsets, substantial 
insight may yet be gained into NC and OC by means of an empirical approach. To this 
end, a sequential explanatory strategy was employed to facilitate the development and 
clarification of understanding gained from an analysis of CPs, and behaviour alone. 
The quantitative phase of the study aimed to (a) identify distinct patterns of CPs and 
(b) examine the relationship of these CPs to work-related behaviour (turnover 
intention [TIN] and organisational citizenship behaviour [OCB]). The qualitative 
phase then aimed to clarify the nature of employee mindsets associated with CPs. 
Creswell (2009) argued that the combination of quantitative and qualitative methods 
is likely to result in an expanded understanding of the research problem. 
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The research consisted of two studies involving, respectively, an Australian 
and a South Korean sample, both studies beginning with a quantitative survey that 
was used to categorise participants according to distinct patterns of CPs. In both 
studies, a sub-sample of participants was then interviewed, with responses analysed to 
investigate whether there were differences in the participants’ mindsets based on their 
CP membership. The mixed-method approach was applied separately to the two 
samples, with the studies distinguished as Study 1 and Study 2. The following section 
discusses in more detail the rationale for combining a quantitative and a qualitative 
approach.  
The quantitative research paradigm. 
The two-phase design is founded upon the assumption that the data obtained 
from the quantitative phase of the research are applied in the development of the 
second (qualitative) phase of each study. Quantitative research is a deductive process 
founded in the premises of a positive philosophy of science (Cavana, Delahaye, & 
Sekaran, 2001). Quantitative research methods enable the researcher to analyse 
numerically dependent and independent variables using descriptive and inferential 
statistical techniques for the purpose of theory testing and developing general 
statements (Babbie, 1992; Creswell, 2009). Various authors (e.g., Babbie, 1992; 
Neuman, 1994) have argued that the use of established scientific techniques provides 
rigour to quantitative research. Hence, it is believed that quantitative research methods 
are appropriate for seeking answers of theoretical generalisability and interpretability 
and to clarify and predict natural phenomena (Babbie, 1992; Neuman, 1994).  
Creswell (2009) argued that a sequential explanatory design is usually used to 
clarify and interpret quantitative results by collecting and analysing follow-up 
qualitative data and is useful when unexpected results are found (Morse, 1991). The 
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purpose of sequencing the quantitative phase at the beginning of each study was to 
identify the pattern of CPs and to examine the relationship of these CPs to self-
reported employee TIN and OCB. The employee mindsets associated with the distinct 
profiles were then explored more deeply with the qualitative data collection in the 
second phase of each study.  
The qualitative research paradigm. 
In contrast to the more positivist nature of quantitative research, qualitative 
research was used to provide the researcher with in-depth knowledge. Qualitative 
research is appropriate when the purpose of the study is to discover phenomena in 
specific contexts and for theories that directly pertain to a particular environment 
(Babbie, 1992; Creswell, 2009; Miles & Huberman, 1994). To enhance the 
methodological and theoretical contribution of the current research, the qualitative 
phase of each study was necessary to investigate the employee mindsets associated 
with different CPs. 
Various researchers (e.g., Saunders, Lewis & Thornhigh, 2003; Yin, 1994) 
have argued that qualitative research has considerable ability to generate answers to 
the questions of why, what, and how, and to understand real-life events in a holistic 
and relevant way. Consequently, context constitutes an intentional part of qualitative 
studies, with researchers seeking patterns and context in the lives, actions, and words 
of people (Dick, 1990; Neuman, 1994). Hence, a qualitative approach was chosen for 
the second phase of each study to answer the research question of whether there are 
differences in the mindsets and perceived obligations of employees with different CPs.  
Semi-structured interviews are well suited to answering this type of question 
and are most appropriate when (Creswell, 2009): 
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1. The research is primarily concerned with describing the phenomena under 
study (Creswell, 2009). Comprehension is not based solely on the basis of 
numbers as in quantitative research: however, qualitative research makes it 
possible to compare, contrast and analyse findings through the management of 
words (Newman, 1994; Lee, 1999).  
2. Qualitative researchers normally conduct the data collection through intense 
contact with participants. In other words, the qualitative researchers usually 
gather information through face-to-face interaction with participants to 
observe their behaviour, or to understand the respondents’ perception of how 
and why things occur (Creswell, 2009, Miles & Huberman, 1994).  
3. Qualitative researchers are initially concerned about capturing the meaning 
“from the inside” (Miles & Huberman, 1994, p. 6). This can be achieved 
through a process of assembling the perceptions of local actors to enhance an 
understanding of how participants experience the issue or problem under study 
(Creswell, 2009).  
4. Qualitative research is conducted by adopting an inductive and interpretive 
approach as distinct from the positivist deductive approach of quantitative 
research (Creswell, 2009, Miles & Huberman, 1994). Qualitative researchers 
analyse and interpret the results of data on the basis of emergent data.  
In summary, this Chapter (Three) has discussed the mixed-method research 
design applied to the current program of research. It justified the reasons for adoption 
of the two-phase research design and procedures. The next Chapter reports the results 
of Study 1, examination of the CPs, and the associated mindsets of a sample of 
employees in Australia.
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CHAPTER FOUR: STUDY 1 – COMMITMENT PROFILES   
Introduction 
Allen and Meyer (1990) originally argued that research on OC needed to 
investigate employees’ varying levels of AC, CC, and NC concurrently. The objective 
of Study 1 is to identify the CPs of a group of employees and to investigate recent 
theoretical arguments pertaining to the mindsets and the outcomes—organisational 
citizenship behaviour (OCB) and turnover intention (TIN)—associated with varying 
combinations of AC, NC, and CC. Specifically, the current study examined Gellatly et 
al.'s (2006) notion that the way NC is experienced and relates to behaviour is 
dependent on the relative levels of AC and CC.   
Gellatly et al. (2006) argued that when NC is present it may have a dual nature 
that is dependent on the relative levels of AC and CC within the CP. They postulated 
that, when associated with strong AC, the nature of NC would be experienced as a 
moral imperative. In this case, employees would put additional discretionary effort 
into their work and devote extra energy to the achievement of organisational 
objectives. They would feel a sense of moral imperative to reciprocate towards the 
organisation with increased effort. In contrast, when NC is associated with strong CC, 
the nature of employee NC is experienced as indebted obligation. In this case, the 
nature of employee NC is based on a wish to avoid the social cost associated with not 
fulfilling an obligation (Gellatly et al., 2006). As a result, employees’ obligations are 
restricted or constrained to the explicit contractual obligations or the basic 
requirements of the job position (Powell & Meyer, 2004).  
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Phase 1 of this study identified the CPs of a group of employees and examined 
the nature of profiles and its relationship with TIN and OCB. The proposition was 
extended in this study to cases where neither AC nor CC is high but the difference in 
their levels may nevertheless be of significance in the development of mindsets. This 
study examined the following hypotheses as elaborated in Chapter 2: 
Hypothesis 1:  Profile groups with moderate to strong NC in combination with strong 
AC (e.g., AC/NC-dominant and fully committed) will be characterised 
by a moral imperative mindset and will have lower levels of TIN and 
higher levels of OCB than profile groups with moderate to strong NC 
but weak AC (e.g., NC-dominant, CC/NC-dominant). 
  
Hypothesis 2:  Profile groups with moderate to strong NC in combination with 
relatively strong CC compared to AC (e.g., CC/NC dominant) will be 
characterised by an indebted obligation mindset and will have higher 
levels of TIN and lower levels of OCB than profile groups with strong 
AC but lower levels of TIN and higher levels of OCB than profile 
groups with low levels of NC and AC (e.g., CC-dominant, 
uncommitted). 
 
Phase 2 of the study collected data via semi-structured interviews to provide 
qualitative insights into employees’ perceptions of obligation to their organisation. 
Employees with a profile featuring high NC accompanied by high AC were expected 
to experience the nature of obligations as a moral imperative, based on positive beliefs 
and perceptions of high levels of organisational and supervisor support, as well as 
value congruence with the organisation. On the other hand, employees with high NC 
accompanied by high CC were expected to experience the nature of NC as indebted 
obligations founded on less positive beliefs and affect towards their organisation than 
employees with a moral imperative mindset (Meyer & Parfyonova, 2010). It was 
expected that they would not be as emotionally attached to their organisation, would 
manifest a more transactional psychological contract, and would experience more 
controlled forms of regulation, restricting their organisational obligations to those 
contained in the explicit terms of their employment contract. 
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Semi-structured interviews were seen as the most appropriate methodology for 
the development of a better understanding of employees’ perceptions of obligations to 
their organisation. Since NC is related to the internal mindset of employees and their 
sense of moral duty (or lack thereof), pre-determined response categories or 
standardised quantitative measures offer limited ability to elicit responses about the 
nature and type of obligations felt by employees (Bergman, 2006). The purpose of the 
semi-structured interviews was to focus on understanding, in the participants’ own 
words, the experience and consequences of the mindsets associated with NC and to 
explore whether there were any differences in mindset between employees with 
different CPs. The interviews provided the research participants with the opportunity 
to answer thoroughly the questions proposed and to provide interpretations that the 
researcher could not pre-determine. Specifically, this study investigated how 
employees with different CPs perceived their relationship with their organisation 
through the following research questions: 
Research Question1: Are there differences in how employees with different 
commitment profiles describe their cognitive and 
affective reactions to their organisation? 
Research Question 1a Do employees with an AC/NC- dominant profiles 
describe their obligations to the organisation in terms 
of a moral imperative?  
Research Question 1b Do employees with a CC/NC-dominant profile describe 
their obligations to their organisation in terms of an 
indebted obligation? 
Research Question 1c How do employees who have CPs with only moderate 
levels of AC and CC describe their obligations to their 
organisation? 
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Research Question 2: How do cultural values impact on employees’ 
perceptions of obligation to their organisation?  
This chapter reports the findings of Study 1, which utilised a mixed-method 
approach to examine employee mindsets associated with various CPs. The following 
section describes the survey and follow-up interviews that were conducted with 
participants. The results of a quantitative analysis of the survey data and a qualitative 
analysis of interview data are then presented.  
Phase 1 - Quantitative Study Analysis and Results 
Method. 
Participants and Setting. 
An electronic survey was sent to 300 part-time Master of Business 
Administration (MBA) students studying at a large Australian University (see 
Appendix A for the approval letter). The survey took approximately 20 minutes to 
complete. One hundred and seven useable surveys were returned with a response rate 
of 35.7%. The survey contained the measures of interest, that is, AC, NC, CC, OCB, 
TIN, and demographic questions (see Appendix B). Sixteen participants agreed to 
participate in subsequent interviews. The demographic summary of the sample is 
presented in Table 4. 
Procedure. 
Prior to data collection, Queensland University of Technology’s Human 
Research Ethics Committee screened and approved the research project (approval 
number 1100001104). Questionnaires were then supplied electronically to an entire  
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Table 4 Summary of Demographics of Study 1 
Summary of Demographics of Study 1 
Variable Result 
Age Mean 34.6 years (range 21 to 64) 
Gender 36.4% Male 63.6% Female 
Years in current organisation Mean 4.8 years (range 1 to 26) 
 
cohort of enrolled, part-time MBA students. To ensure confidentiality, all participants 
were assured that their responses would be kept confidential and that their answers 
were for the current research purpose only (see Appendix C for the survey consent 
form). Participants were able to remain anonymous if they so desired, and those who 
provided their contact details for follow-up interviews were assured that their identity 
and responses would be kept strictly confidential. The contact information was only 
used for contacting potential participants for interviews.  
Measures. 
The measures of all variables are existing instruments whose psychometric 
properties have been established in the peer-reviewed literature. The measures were 
pilot-tested to ensure their applicability to the current sample. In pilot testing, forty 
two participants were asked to complete the survey and provide verbal feedback on 
clarity, applicability and contextual relevance of the items. No feedback raised 
concerns in any of these areas. The survey consisted of scales measuring employees’ 
OC (i.e., affective, continuance and normative), TIN, OCB and demographic 
variables. In view of the success of pilot testing, no changes were made to the 
measures. 
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Affective, continuance and normative commitment. AC, CC and NC were 
measured using Meyer et al.’s (1993) eighteen-item organisational commitment scale. 
An example of an AC item is “I would be very happy to spend the rest of my 
life/career with this organisation.” An example of a CC item is “It would be very hard 
for me to leave my organisation right now even if I wanted to.” An example of NC is 
“I don’t feel any obligation to remain with my current employer,” this item is reverse 
worded. Responses were made on a 7-point scale ranging from 1 (strongly disagree) 
to 7 (strongly agree). Higher scores indicate higher commitment levels. Items 3, 4, 6, 
and 13 are reversed worded and thus required recoding.   
  Turnover intention. TINs were measured with Colarelli’s (1984) three-item 
TIN subscale. Responses were recorded on a 7-point scale ranging from 1 (strongly 
disagree) to 7 (strongly agree). The scale assesses the likelihood that the respondent 
would leave the organisation in the near future. For example, “If I have my own way, 
I will be working for this organisation one year from now.” Higher scores reflect 
higher levels of TIN. An example item from this questionnaire is as follows: “I am not 
planning to search for a new job in another organisation during next 12 months.” 
Items 2 and 3 are reverse-worded and thus require recoding prior to scoring and 
analysis. Due to a low level of internal consistency, Item 1 was dropped. The result of 
item deletion for each scale, before and after dropping the item, using alpha 
coefficients, are indicated in Table 5.   
Organisational citizenship behaviour. OCB was measured using the two forms 
of OCB from Williams and Anderson’s (1991) scale: OCB-organisation (OCB-O) and 
OCB-individual (OCB-I). Each sub-scale consisted of 6 items; however, it should be 
noted that a CFA did not support a two-factor solution but a one-factor solution, thus,  
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Table 5 Reliability Analysis for Item Deletion 
Reliability Analysis for Item Deletion 
 
it was necessary to combine the items from the two sub-scales for subsequent 
analysis. The resulting scale measures the extent of an employee’s OCB toward the 
organisation and individuals. Two example items are “I always give advance notice  
when I am unable to come to work” and “I generally help others who have been 
absent.” Responses were made on a 7-point scale ranging from 1 (strongly disagree) 
to 7 (strongly agree), with higher scores reflecting higher levels of OCB. Items 1, 4 
and 6 are reversed-worded and thus required recoding prior to scoring and analysis.  
Data screening. 
Pallant (2007) argued that before the researcher starts to analyse data, it is 
highly recommended that the researchers check their data sets for errors. Therefore, 
prior to data analysis, the data were cleaned based on the guidelines provided by 
Tabachnick and Fidell (1996). First, using SPSS, both categorical and continuous 
variables were checked for accuracy. Each variable for errors was checked by 
identifying values that were outside the range of possible values. For example, gender 
is coded 1=male, 2=female, therefore there should not be any score other than 1 or 2 
or 999 (i.e. the score for missing values) for this variable. Data screening for 
respondents’ errors and omissions was conducted prior to analysis. The results 
showed that the data file contained no missing data. 
Item-Total Statistics 
Item 
Scale 
Mean 
If item 
Deleted 
Scale 
Variance 
If item 
Deleted 
Corrected  
Item Total 
Correlation 
Squared 
Multiple 
Correlation 
Alpha 
If Item 
Deleted 
TIN1 7.66 4.43 .67 .45 .74 
TIN2 8.37 3.60 .01 .46 .68 
TIN3 8.26 3.35 .07 .41 .25 
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The data were also screened for the presence of univariate and multivariate 
outliers. According to Tabachnick and Fidell (1996), outliers can be a common 
problem in statistical analyses. The presence of univariate outliers was investigated 
using SPSS. When a score was three or more standard deviations above or below the 
mean, it was considered to be an outlier (Tabachnick & Fidell, 1996). No univariate 
outliers were detected. In addition to detection of univariate outliers, using SPSS all 
continuous variables were examined for any statistical variation from normality, 
linearity, and homoscedasticity. The results demonstrated that there was no extreme 
variation from normality in the skewness and the kurtosis of the variables. 
Furthermore, no multivariate outliers were detected using the Mahalanobis D2.  The 
D2 value in this study was satisfactory (2.97). After data cleaning, 107 cases remained 
for data analysis.  
Results. 
Descriptive statistics and correlations. 
The means, standard deviations, inter-correlations, the number of items used to 
calculate the variable and Cronbach’s alphas for all measures are shown in Table 7. In 
addition, Table 6 shows the correlation between the commitment component scales 
and employee TIN and OCB. All scales demonstrated acceptable reliabilities in 
excess of 0.70 (Hair et al., 2006). 
Cluster analysis. 
After completion of reliability analysis, a cluster analysis was undertaken to identify 
CPs. To form the patterns of commitment profile groups based on their commitment 
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Table 6 Means, Standard Deviations (SDs), Inter-correlations and Internal Consistency Alphas for the Variables 
Means, Standard Deviations (SDs), Inter-correlations and Internal Consistency Alphas for the Variables 
Variables Number of Items Mean SD     1     2    3     4   5 
 1. ACS 6 4.19 1.24 (0.81)     
2. CCS 6 3.47 1.24 0.14 (0.80)    
3. NCS 6 3.58 1.37 0.65**  0.28** (0.86)   
4. TIN 2 3.83 1.89 -0.62**  -0.28** -0.57** (0.74)  
5. OCB 10 5.46 0.88 0.35** -0.03 0.26** -0.16 (0.79) 
Note. n = 107. Internal consistency alphas are in parentheses along the diagonal. ACS = Affective Commitment Scale; CCS = Continuance 
Commitment Scale; NCS = Normative Commitment Scale; TIN = Turnover Intention; OCB = Organisational Citizenship Behaviour. (All values 
are rounded to two decimal places.) 
** p < .01. 
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scores, k-means cluster analysis, which has a non-hierarchical data analysis, was 
applied to group individual cases into a pre-specified number (k) of clusters. Each 
commitment scale score was standardised before submitting the result to a k-mean 
analysis. 
As discussed in Chapter 2, based on the findings of previous studies, the 
current study expected to identify some version of the five most common profiles 
(Meyer, Stanley, & Parfyonova, 2012). The analysis investigated four-, five-, and six-
cluster solutions. Hartigan (1975) suggested two criteria for evaluating cluster 
solutions: theoretical interpretability in terms of a distinction between clusters that 
would allow a logical description of differences to be developed, and the need for 
cell-size (observations per cluster) that were large enough for generalisability. In the 
current study, the six-cluster solution was rejected because two out of the six clusters 
had 10 or fewer members, which was considered undesirable for generalisability. A 
five-cluster solution was selected as it showed a more even distribution of cluster 
membership than the four-cluster solution and provided for a satisfactory description 
of differences to be developed. Table 7 provides distances between final cluster 
centres. 
An analysis of variance (ANOVA) was conducted to compare commitment 
levels across the five profile groups. Significant differences were found in AC (F(4, 
102) = 53.02, p < .05), CC (F(4, 102) = 49.95, p < .05), and NC (F(4, 102) = 52.15, p 
< .05). Table 8 provides the results of post hoc comparisons which show that there are 
significant differences between component scores within each profile, and each 
profile is quantitatively different.  
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Table 7 Distances between Final Cluster Centers  
Distance between Final Cluster Centres  
Cluster 1 2 3 4 5 
1  2.92 3.54 2.17 2.93 
2 2.92  4.15 2.89 2.10 
3 3.54 4.15  1.56 2.27 
4 2.17 2.89 1.56  1.62 
5 2.93 2.10 2.27 1.62  
 
Table 8 Commitment Means Associated with the Five Profiles for Study 1 
Commitment Means Associated with the Five Profiles for Study 1 
Profile N AC CC NC 
1. CC-high 6 -0.81 1.90 -1.08 
2. Uncommitted 14 -1.66 -0.88 -1.34 
3. AC-NC-high 16 1.32 0.33 1.28 
4. CC-NC-moderate 36 0.01 0.62 0.48 
5. AC-moderate 35 0.19 -0.77 -0.36 
Post hoc comparison a        3>5,4>1>2 1>4,3>5,2 3>4>5>1,2 
 
Note. AC= affective commitment; CC= continuance commitment; NC= normative 
commitment. The mean numbers are standardised scores. a  Post hoc comparisons 
indicate which profile means differ significantly at p < .05. 
In addition, the results of the ANOVAs and post hoc comparisons were 
utilised to label the profiles. It is important, given that this analysis involves 
quantitative results, to specify cut-off values for the determination of descriptors (i.e., 
high, moderate, and low) of the five profiles. Table 9 represents the values applied 
here. A value of 0 (zero) represents the mean score of all participants for the 
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component in question, so that values close to average are considered moderate, 
whereas values at or above (i.e., positive) 0.5 standard deviations from the mean are 
considered high, and those at or below (i.e., negative) 0.5 standard deviations are 
considered low. 
Table 9 Cut-Off Values for Standardised Scores for the Three Components (AC, NC, and CC) of OC 
Cut-Off Values for Standardised Scores for the Three Components (AC, NC, and CC) 
of OC 
Descriptor Cut-off value 
High ≥ 0.5 
      Moderate 0.49 – -0.49 
Low ≤ - 0.5 
 
The five types of CPs were labelled as follows: Profile 1 (n=6; 5.62% of the 
sample) had CC greater than in any other profile and AC and NC were comparatively 
low; it was labelled CC-high (AC low, CC high, NC low). Profile 2 (n=14; 13.08% of 
the sample) had the lowest scores on all three components and was labelled the 
uncommitted profile (AC, CC, and NC low). Profile 3 (n=16; 14.95% of the sample) 
had significantly greater levels of both AC and NC than in any other profile in 
combination with low levels of CC; it was labelled AC-NC-high (AC high, CC low, 
NC high). Profile 4 (n=36; 33.64% of the sample) had moderate scores on all three 
components and was thus labelled CC-NC-moderate commitment (AC low, CC 
moderate, NC moderate). Profile 5 (n=35; 32.71% of the sample) was labelled AC-
moderate, as levels of AC were moderate, CC was low, and NC moderate. The five 
CPs, with distinct patterns of AC, CC, and NC, are depicted in Figure 3. It is 
important to note that a profile with AC low and CC and NC high was not identified.  
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Outcomes of commitment profiles. 
The position has now been reached whereby the empirical relationships 
between the outcome variables (TIN and OCB) and the five CPs obtained from the 
responses of study 1 participants, can be measured.  
 
Figure 3. Five organisational commitment profiles based on cluster analysis: Study 1.  
 
An analysis of variance (ANOVA) was performed to test if there were 
significant means differences in outcomes (TIN & OCB) associated with the five CPs 
derived from Study 1 participants’ responses. Table 10 presents the group means (and 
standard deviations) for the five CPs, and the ANOVA results for TIN and OCB. The 
results indicate that both outcome variables significantly differed across the five 
profile groups. Post hoc comparisons of means were carried out using Bonferroni t- 
tests. The Bonferroni t-test is appropriate in this case (rather than, say e.g., Tukey’s 
post hoc comparisons) when the data violates the equal variance assumption for 
groups given the unequal sample sizes among profile groups. In other words, this test
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Table 10 Group Means and Standard Deviations, and Analysis of Variance Results for Organisational Commitment Profiles 
Group Means and Standard Deviations, and Analysis of Variance Results for Organisational Commitment Profiles 
 (1) 
CC-high 
(n = 6) 
(2) 
Uncommitted 
(n = 14) 
(3) 
AC-NC-high 
(n = 16) 
(4) 
CC-NC-moderate 
(n = 36) 
(5) 
AC-moderate 
(n = 35) ANOVA 
Turnover  
Intentions 
(TIN) 
4.33 
(1.88) 
6.07 
(1.34) 
2.18 
(1.42) 
3.52 
(1.54) 
3.91 
(1.78) F(4,102)=11.45 
Organisational 
Citizenship 
Behaviour (OCB) 
5.60 
(0.77) 
5.18 
(0.62) 
6.14 
(0.55) 
5.10 
(0.95) 
5.60 
(0.86) F(4,102)=5.06 
Note. The data are means and the numbers in parentheses (in the body of table) are standard deviations. 
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can be suitable when the research compares a small number of related group means in 
terms of “family-wise correction” (Armstrong, 2014). 
Turnover intentions. A significant difference between the CPs was found for 
TIN: F (4, 102) = 11.45, p < .001, η2   = 0.31, although the eta squared value (effect 
size) in this case is small by Cohen’s (1988) standard at .30. TIN was lowest in the 
AC-NC-high (Profile 3) group, followed by the CC-NC-moderate (Profile 4), AC-
moderate (Profile 5), and CC-high (Profile 1) groups, and was highest in the 
uncommitted (Profile 2) group. Post-hoc tests indicated that the AC-NC-high (Profile 
3) group had significantly lower TIN than the AC-moderate (Profile 5) and 
uncommitted group (Profile 2) groups. However, the CC-NC-moderate (Profile 4) 
group did not differ significantly from the AC-moderate (Profile 5) or CC-high 
(Profile 1) groups but only from the uncommitted (Profile 2) group.  
Organisational citizenship behaviour. A significant difference between CPs 
was found for OCB: F(4, 102) = 5.06, p > .001, η2  = 0.16, although once again the eta 
squared value was small at .16. OCB was highest in the AC-NC-high (Profile 3) 
group, followed by the AC-moderate (Profile 5) and CC-high (Profile 1) groups, then 
the uncommitted (Profile 2) group, and finally the CC-NC-moderate (Profile 4) group. 
Post hoc tests indicated that the AC-NC-high (Profile 3) group was not significantly 
different in OCB to the AC-moderate (Profile 5), CC-high (Profile 1), or uncommitted 
(Profile 2) groups, but the AC-NC-high (Profile 3) group was significantly higher in 
OCB than the uncommitted (Profile 2) and CC-NC-moderate (Profile 4) groups. 
Discussion: Study 1 Quantitative Analysis. 
The purpose of the first phase of Study 1 was to identify distinct CPs and 
examine its relationship with TIN and OCB. Significant differences were apparent 
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among some profiles. As in previous profile studies (e.g., Gellatly et al., 2006; Meyer 
et al., 2012; Sinclair et al., 2005; Somers, 2010; Watsi, 2005), this study found 
uncommitted, CC-NC-moderate, CC-high, and AC-NC-high groups. A different 
finding compared to the majority of previous findings was the absence of a fully 
committed profile. Nearly all previous profile studies found a fully committed (i.e., 
high AC, CC, and NC) profile group (see Table 2, Chapter 2).   
The presence of an AC-NC-high profile offered a start in examining Gellatly 
et al.’s (2006) and Meyer and Parfyonova’s (2010) propositions regarding the role of 
the relative levels of AC and CC in determining an  employee’s perception of his or 
her normative obligations in terms of a moral imperative. As expected, OCB was 
found to be highest and TIN lowest when AC and NC were high. These findings 
support Hypothesis 1. While the current study did not produce a fully committed or 
AC dominant profile, the findings are consistent with other research findings 
suggesting that an AC-NC-high profile may be more beneficial (to organisations and 
employees alike) than other CPs (Gellatly et al., 2006; Meyer, & Parfyonova, 2010; 
Meyer et al., 2013).   
The results partially supported Hypothesis 2, in regard to a strong within-
profile influence of CC, for the CC-high profile. When CC dominates a profile it is 
argued that the mindset associated with it is about the need to avert the threat of 
economic cost (e.g., loss of job) or the loss of other “side-bets”. The CC-high group 
showed the expected pattern of slightly higher TIN and lower OCB than the AC-NC-
high group. However, comparisons with the other three profile groups were not totally 
consistent with the expectations of relatively high-CC profiles (but with a moderate-
to-high NC presence) in Hypothesis 2. In terms of TIN, the CC-high group showed 
lower TIN levels than the uncommitted group but no significant differences to the two 
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moderate-level groups (CC-NC-moderate and AC-moderate). Regarding OCB, the 
CC-high group surprisingly showed higher levels than the CC-NC-moderate and 
uncommitted groups.  
A potential explanation for these results is, firstly, that although the level of 
TIN is similar between the CC-high group and the two moderate groups, the 
underlying motivational binding force is different for each. That is, employees in the 
CC-high group stay because they have to. Employees in the CC-NC-moderate group 
(AC low, CC and NC moderate) stay because they have to and ought to. The AC-
moderate group (AC moderate, CC low, NC moderate) stay because they want to, 
having the second highest level of AC of any of the profiles. Secondly, with respect to 
levels of OCB, the only significant difference was between the AC-NC-high (AC high, 
CC low, NC high) and CC-NC-moderate (AC low, CC and NC moderate) groups.  
These two groups most likely had a different underlying motivational binding force, 
with the AC-NC-high group being internally driven (“want to”) and the CC-NC-
moderate group externally driven (“have to” or “ought to”). It is noteworthy that the 
CC-high group also showed a high level of OCB, possibly indicating that employees 
with high CC put effort into their work because they felt it was necessary if they 
wished to continue receiving financial benefits. This can be contrasted with 
employees in the AC-NC-high group, who put discretionary effort into their work 
because they wanted to and felt it was right to reciprocate to the organisation. 
Qualitative interviews offer the potential for greater insight into the differences in 
OCB and TIN among these profiles.  
In summary, the findings of Phase 1 of this study suggest that employees’ TIN 
and OCB differ depending on their CPs. The results indicated that employees with 
strong NC, in combination with strong AC, are likely to remain with the organisation 
 82 
and to put more effort into their work on behalf of their organisations. However, 
focusing on the quantitative data alone does not help to fully articulate the mindsets 
associated with CPs and the dual nature of NC. It is hypothesised that employees will 
experience the obligation associated with NC differently depending on the relative 
levels of AC and CC (Gellatly et al., 2006). In this vein, previous studies on CPs have 
argued that employee mindsets, based on the combination of the three-components of 
OC, are qualitatively different and offer implications for employee work-related 
behaviours (Meyer & Parfyonova, 2010; Meyer, Stanley, & Parfyonova, 2012; Meyer 
et al., 2013; Tsoumbris & Xenikou, 2010). However, these differences in mindsets 
have only ever been inferred from the pattern of responses to survey items. Hence, 
Phase 1 was followed with semi-structured interviews to qualitatively clarify the 
employee mindsets associated with different CPs.  
Phase 2 - Qualitative Data Analysis and Results 
The objective of the qualitative component of Study 1 was to examine whether 
employees’ mindsets vary depending on their CPs. Despite an expanding body of 
research on CPs, the existence of qualitative differences in the mindsets associated 
with the profiles has only been inferred from the patterns of results from survey 
studies. For example, Meyer and Parfyonova (2010) noted that “the unique 
combinations of AC, CC, and NC appear to produce qualitatively different mindsets 
that have important implications for behaviour” (p. 287). To date, the existence of 
these mindsets has been inferred from responses to survey questions on behavioural 
intentions. Despite several calls for the need for qualitative research (e.g., Bergman, 
2006, Jaros, 2009), to my knowledge, the current study is the first to use a mixed- 
method design to examine the mindsets associated with CPs.  
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Semi-structured interviews were conducted with 16 participants (from Study 
1) who had volunteered for the interview phase of the study. The interviews were 
designed to identify the respondents’ perceptions of obligation to their organisation, 
and their underlying motivational mindset, and to examine whether the nature of NC 
associated with CPs is different depending on the relative levels of AC and CC. The 
following section describes the methodology employed, gives an overview of the 
participants and procedure, and concludes with an analysis and interpretation of the 
participants’ mindsets in regard to obligation.  
Method. 
Participants. 
As mentioned above, interviews were conducted with 16 participants who 
were a sub-sample of the Phase 1 sample. Of the 16 participants, 6 were female and 
10 were male. The age range of the participants was 25 to 64 (mean = 43 years), with 
an average employment tenure in their current position of 9.5 years. Table 11 gives 
demographic information for each participant. It also indicates the commitment 
profile type (1-5) for each participant is displayed in the far right-hand column of the 
table.  
Procedure. 
Qualitative data were gathered using semi-structured interviews varying in 
duration from 45 minutes to one hour. As argued by King, Keohane, and Veba (1994), 
interviews are considered an appropriate research technique as the study was 
exploratory, expanding on a larger quantitative study. The interviews were designed 
to gather rich descriptions of the interviewees’ mindsets regarding their organisation. 
. 
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Table 11 Demographics of Interview Participants for Study 1 
Demographics of Interview Participants for Study 1 
ID Age Occupation Duration of work Profiles 
Participant 1 40 Senior research consultant 9 years 9 months       2 
Participant 2 34 CEO 3 years 4 months       2 
Participant 3 37 School Teacher 12 years 2 months         5 
Participant 4 64 Academic 7 years        1  
Participant 5 25 System Engineer 02 years 1 months       4 
Participant 6 42 Public officer 22 years 9 months       4 
Participant 7 32 Finance officer 7 years 8 months       5 
Participant 8 35 State Finance Manager 11 years       5 
Participant 9 55 Sessional Academic 5 years        2 
Participant 10 34 High School Teacher 12 years        3 
Participant 11 37 Financial analyst 5 years 6 months       3 
Participant 12 51 Commercial Manager (CFO 1)  1 year       4 
Participant 13 50 Mechanical Engineer  26 years        5 
Participant 14 55 Commercial Manager (CFO 2) 14 years        3 
Participant 15 55 CHR 7 years 8 months       2 
Participant 16 55 L & D Manager 1 year       5 
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The participants interviewed had indicated on the quantitative questionnaire 
completed previously that they were willing to participate in the interview phase. 
Before proceeding with interviews, all interviewees were informed that their personal 
information would be treated confidentially and that the study was conducted in 
accordance with QUT’s ethical standards. All interviewees were asked to sign an 
“informed consent form” and their consent to audio-record the interview was also 
sought and gained (see Appendix D for the interview consent form). 
A semi-structured interview protocol was developed to enable standardisation 
of the data collection ensuring that all interviewees were guided towards discussing 
the same topic areas (Abrahamson, 1983). The interview protocol consisted of a 
standard set of open-ended questions. Open-ended questions were used in order to 
avoid biasing participants’ answers. Participants’ responses to these questions were 
followed up using Lee’s (1999) facilitation approach. Specifically, interviewees were 
asked to clarify and elaborate on major points raised, and the understanding of 
answers was confirmed by summarising and restating the major points back to the 
participants.  
The questions included in the interview protocol were developed from a 
review of the OC and CP literature (King et al., 1994). Each interview consisted of 
five sections. First, participants were asked to describe their role and what aspects of 
their work experience they liked and disliked. Second, they were asked about their 
employment relationships and the expectations they have of their organisation, the 
expectations the organisation had of them, and the extent to which these expectations 
have been met, and what the consequences of this were. Third, participants were 
asked to identify, and comment on, what obligations they perceived they had to their 
organisation. Fourth, participants were asked to describe the leadership style of their 
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supervisors and to comment on how their supervisor’s leadership played a role in 
shaping their perception of the organisation. Finally, participants were asked about 
their intentions to stay with their organisation (see Appendix E for the interview 
protocol). All interviews were audio-recorded and transcribed for analysis. 
Qualitative Analysis. 
A multi-step thematic analysis approach was utilised. Braun and Clarke (2006) 
argued that thematic analysis is used for "identifying, analysing, and reporting 
patterns” (i.e., themes) within data (p. 79). Thematic analysis is flexible and provides 
"a rich and detailed, yet complex account of data" (Braun & Clarke, 2006, p. 78). 
Thematic analysis was therefore deemed a suitable method to explore features of 
employees’ mindsets in terms of their perceptions of obligation toward their 
organisations.  
The first step entailed complete immersion in the data prior to the process of 
coding. A thorough review was undertaken of all applicable comments, and similar 
responses were grouped together. Miles and Huberman (1994) and Braun and Clarke 
(2006) argued that it is useful for researchers to focus their efforts on finding overall 
meaning rather than concentrating on individual word choice. They recommended 
collating data segments directly into research questions or conceptual frameworks as 
an important early step in the qualitative analysis process. Therefore, “chunks of data” 
(pieces of text) were sought that represented employees’ perceptions of their 
obligations to their organisation. Although some of these chunks were phrases or 
sentence fragments, many were entire sentences. Larger chunks of text were included 
in order to encourage the analysts to be sufficiently inclusive.  
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Coding is a technique to review qualitative data and to dissect data 
meaningfully, involving differentiating and combining data into conceptual units 
(Creswell, 2009; Miles & Huberman, 1994). Following this technique, comments with 
similar meaning were grouped together into potential themes and patterns and these 
compared with characteristics of OC identified in previous research on CPs. The 
resulting categories became the final themes reflecting the meaning in the groups of 
comments. 
Results. 
Participants made a total of 146 distinct comments regarding obligations. 
These comments were initially classified into nine potential themes. These potential 
themes were then communicated to an independent rater (with a PhD background in 
qualitative research) who classified each one of the 146 comments into one of the nine 
themes. The independent rater was blind to participants’ profile group membership. 
Agreement between the independent rater and this study’s author was assessed using 
Cohen’s kappa coefficient (Cohen, 1960). Tinsley and Weiss (2000) recommended 
the use of Cohen’s κ as a measure of inter-rater agreement when the same two judges 
rated each object, as was the case here. Classification agreement between the 
independent rater and the researcher was high at 84.93% (κ =.83, t=24.32, p<.05). In 
cases where the two raters classified a response differently, justification for their 
classification was discussed until an agreement could be reached between the two 
raters as to the most appropriate category for the comment (e.g. move to another 
theme). For example, once the independent rater was aware of the possibility of an 
ideology-infused psychological contract, he altered his categorisation of a comment 
from commitment to job/students to moral obligation in one case where an 
interviewee’s comment referred to a liking (as a teacher) for her current school. In 
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some cases, on the basis of discussion a new theme was suggested and others removed 
in order to re-group comments accurately.  
After the revisions, seven themes (e.g., “moral imperative”, “indebted 
obligation”) based on 146 comments were retained. Having completed the final list of 
themes agreed upon, another independent rater then classified each of the 146 
comments into one of the seven themes. Agreement between the independent rater 
and the earlier ratings was very high at 125 of 146, that is, 85.61% (κ =.84, t=35.03, 
p<.05). Again, cases of disagreement were resolved by discussion. 
The seven themes are presented also in Table 12. The themes are divided into two 
types: nature of obligations and obligations to specific foci. Obligations to the 
organisation were categorised as either moral imperative, indebted obligation, or 
absence of obligations. The moral imperative category consisted of obligations which 
reflected a strong desire to pursue a course of action because it is the right and moral 
thing to do, and /or there was a strong need to reciprocate with the organisation. The 
indebted obligation category consisted of obligations arising from a sense of having to 
pursue an action to avoid the social costs of failing to do so, and a restriction of felt 
obligations to the explicit terms of an employment contract. It included the sense of 
having to pursue an action to avoid the social costs of failing to do so, and a 
restriction of felt obligations to the explicit of an employment contract. The absence 
of obligation category consisted of statements where participants experienced or 
perceived no obligation to the organisation. The second category of themes concerned 
obligations to specific foci; these were the organisation, supervisor, co-workers and 
subordinates, and customers/students/patients/clients. 
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Table 12 Results of the Thematic Analysis of Features of Employee Perception of Obligation 
Results of the Thematic Analysis of Features of Employee Perceptions of Obligation 
Themes 
No. of 
participants with 
comment(s) on 
theme 
Total no. of 
comments* Sample comment 
Nature of Obligation    
Moral imperative/duty 11 27 The owners have shown so much faith in my ability and provided me with 
the opportunity of expanding my knowledge of the business, I guess I feel 
that I’m obliged to provide them good returns for that investment, I want 
to deliver them great outcomes. 
Indebted obligation 10 20 It is purely economic necessity, it is extremely difficult to find another 
job, so work for me is just a contractual thing – they pay me and I work 
for them.  
Absence of obligation 4 12 I feel no obligation to stay; no obligation to work extremely hard; no 
obligation to do, you know, my utmost. Just because of the way that we’d 
been treated. 
Focus of Obligation    
Organisation 13 27 I feel very loyal to my school, I do feel obligated to do what I would think 
is the right thing by them, to do the job to a particular standard and all 
that entails. 
Supervisor 
 
7 23 To be offered the state accountant role, that was unheard of (for a 
female) so it was due to the faith of the general manager at the time, I 
owe him the world. 
 
 90 
Table 12 Results of the Thematic Analysis of Features of Employee Perception of Obligation 
Results of the Thematic Analysis of Features of Employee Perceptions of Obligation (Continued). 
Themes 
No. of 
participants 
with 
comment(s) on 
theme 
Total no. of 
comments* Sample comment 
Co-workers/Subordinates 6 19 The only obligations I have are to the people who work for me and those 
that I work with in my department – I don’t feel obliged to the larger 
organisation. 
Students/Clients/Patients 10 18 I do not see my obligations to my employer but I am more inclined to see 
them to the students. 
Source: interview data.  
Note: *number of comments can exceed number of participants, as a participant may have made multiple comments on the same theme.  
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For each category two frequencies were calculated. First, the number of 
participants (out of 16) who had raised at least one comment on the theme in question 
was determined. Second, the absolute frequency of comments in each theme was 
calculated. Table 13 presents the distribution of results for each theme by CP, which 
was determined from the cluster analysis conducted in the quantitative phase of Study 
1. The discussion of results is structured by CPs, as the purpose of the interviews was 
to explore whether there were qualitative differences in the mindsets associated with 
different CPs. 
AC-NC-high. The AC-NC-high profile group was expected to have a mindset 
which resulted in obligations characterised as moral imperatives (Gellatly et al., 2006; 
Meyer & Parfyonova, 2010). The term moral imperative describes the sense of 
obligation associated with a strong emotional attachment to the organisation and is 
proposed to occur in profiles in which AC is high (e.g., AC-NC-high) (Gellatly et al., 
2006; Meyer & Parfyonova, 2010). The moral imperative mindset results in an 
individual striving to complete his or her tasks as it is the right thing to do and he or 
she feels willing to do it (Gellatly et al., 2006). Employees with this mindset are also 
expected to exert additional discretionary effort to achieve organisational objectives, 
even if it is not specified in the terms of their employment contract (Gellatly et al., 
2006). 
The AC-NC-high participants provided responses that were consistent with a 
mindset fostering moral imperative obligations, stressing a desire to reciprocate with 
their organisation because it is the “right thing to do”. Felt obligations, incorporating 
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Table 13 Results of the Thematic Analysis of Features of Employee Perceptions of Obligation 
Results of the Thematic Analysis of Features of Employee Perceptions of Obligation 
Themes 
No. of 
participants 
who 
mentioned 
theme 
Total No. of 
comments* 
AC-NC- 
high (n = 3) 
CC-high 
(n = 1) 
CC-NC-
moderate 
(n = 3) 
AC-
moderate 
(n = 5) 
Uncommitted 
(n = 4) 
Obligation        
1.Moral imperative/duty 11 27 12 1 0 9 5 
2.Indebted obligation 10 20 2 2 7 7 2 
3.Absence of obligation 4 12 0 0 0 0 12 
Foci of Obligation        
4. Organisation 
13 27 11 3 0 7 6 
5. Supervisor 7 23 9 0 2 8 4 
6. Co-workers/Subordinates 6 19 2 0 3 8 6 
7. Students/Clients/Patients 10 18 4 3 0 3 8 
Total number of comments 61 146 40 9 12 42 43 
Note: * number of comments can exceed number of participants as a participant may have made multiple comments. 
 93 
organisational reciprocity, went hand-in-hand with statements of positive beliefs 
about the organisation and feelings that the organisation and its agents valued their 
contribution and cared about their well-being. This is consistent with POS research 
that has found that not only does POS lead to the development of AC but that it also 
generates a felt obligation to the organisation (Armeli et al., 1998; Meyer & 
Parfyonova, 2010). All AC-NC-high participants noted a strong need to reciprocate 
the positive support they had received from their organisation, as reflected in the 
following quote: 
“It’s a quid pro quo thing – you know – they’ve looked after me and now I’m 
going to ensure I look after them. I’ve made a commitment to this organisation 
and I want to demonstrate to them that the investment they have made in me is 
worthwhile and of general benefit to the firm.” (Participant 11 – financial 
analyst) 
In conjunction with strong perceptions of POS were participants’ perceptions 
that their organisational leadership and direct supervisors valued and respected them. 
This is also consistent with POS research which has repeatedly found that supervisor 
support and quality is strongly linked to POS (Aselage, & Eisenberger, 2003; Rhoades 
& Eisenberger, 2002). An important element of this relationship was mutual trust 
through the provision of autonomy in how work would be carried out. This pattern of 
findings is also consistent with Meyer and Parfyonova’s (2010) proposition that 
employees with an AC-NC-high profile will be more likely to experience autonomous 
forms of regulation and transformational leadership.  
“I feel very loyal to my school, I do feel obligated to my school particularly 
because my leadership team have (sic) shown me a lot of flexibility over the 
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years and they’ve given me that flexibility, and trusted me not to abuse it.” 
(Participant 10 – high school teacher) 
Various previous studies on psychological contract and OC (e.g., Rousseau, 
1998; Meyer & Herscovitch, 2001; Meyer & Parfyonova, 2010) proposed a 
theoretical linkage between employees’ perception of their psychological contract and 
NC to their organisations. The interviews here clearly reveal a strong relationship 
between CPs and different types of psychological contract. A description of how 
employees’ mindsets associated with each CP are related to psychological contract is 
therefore highly pertinent to the current research.  
All AC-NC-high participants also described the relationship with their 
organisations in terms consistent with a relational psychological contract. A relational 
psychological contract consists of broad, open-ended, and long-term obligations and it 
is based on the exchange of socio-emotional elements such as support and loyalty, as 
well as monetisable elements (e.g., pay for service), while a transactional contract 
entails specific, short-term and monetised obligations with limited involvement 
between parties (Morrison & Robinson, 1997; Rousseau & Mclean Parks, 1993). A 
relational psychological contract is broader in terms and includes socio-emotional 
terms (e.g., support and development), as reflected in the above quotes. That all AC-
NC-high participants had a relational psychological contract is consistent with recent 
research findings (McInnies et al., 2009) and theorising (Meyer & Parfyonova, 2010) 
on the association between OC and psychological contracts. McInnies et al. (2009) in 
two survey studies found that AC and NC were greater when employees viewed their 
psychological contract as “broad, trust-based, equal, negotiated, tangible, and long-
term, and weaker when they saw it as unequal, imposed, and short-term” (p. 165). 
Meyer and Parfyonova (2010) proposed that employees with a relational or ideology-
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infused psychological contract were more likely to develop an AC-NC-high profile. 
They noted that AC-NC-high employees are more likely to “experience a sense of 
moral duty to consider the organisation's interests even when it requires personal 
sacrifice” (Meyer & Parfyonova, 2010, p.289). The moral duty associated with an 
AC-NC-high profile is reflected in the following comment: 
“They’ve given me a job, one which I wasn’t 100% suited to when I first 
started, and they’ve taught me a lot. I’d like to repay that in some way. I’m not 
bound to stay with them forever but I feel that they have taken care of me. I am 
obliged to be giving 100% of my time and attention and not to take the easy 
way out in terms of my time and attention. I want to give them the best 
possible solution, given time, resources and things like that. Where I could 
quickly throw together a solution and it would work 50% of the time, and then 
break down and have to fix it again and have everyone else try to figure out 
how it is all cobbled together, or I could spend extra time, extra mental 
capacity, give them a much better solution which would work 9 out of 10 
times.”(Participant 14 – CFO 2) 
More evidence for the close relationship between NC and psychological 
contract was evident in that three of the AC-NC-high employees also noted elements 
of ideology-infused psychological contract. An ideology-infused contract is based on 
the shared obligation between an employer and employee to advance a valued cause 
or ideology (Thompson & Bunderson, 2003). It is likely to develop when employees’ 
values align with those of the organisation, giving them with a shared purpose or 
meaning. Meyer and Parfyonova (2010) proposed that employees who have an 
ideology-infused contract would be more likely to have an AC-NC-high profile. Three 
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of the four AC-NC-high employees noted the importance of value alignment as 
reflected in the following comment: 
“I like working with high school kids because of the level of interaction that 
you can have with them, and the conversations you can have with them. You 
can have a conversation that has some sort of intellectual capacity. And you 
can really ...the other thing I like you can feel like you might actually make a 
difference in their learning and education and make them better students. I 
like my current school as I feel it enables me to be a good teacher.” 
(Participant 10 – high school teacher) 
Interestingly, the one AC-NC-high employee who did have not an ideology-
infused psychological contract explicitly noted that the company he was working for 
was the best he had ever worked for, but he noted that it was unfortunate that it did 
not align with his own personal passion. He clearly had a relational psychological 
contract with the organisation but not an ideology-infused one. He further noted that 
he is staying with his current organisation more out of necessity than personal 
obligation to the organisation. 
“I think you always see, as a company… Looks after their staff; they are one 
of those few companies… Well it’s the only company I’ve ever worked for that 
genuinely, what they do matches the rhetoric I suppose. Or I suppose it’s not 
rhetoric because they mean it.  They’re one of the few, especially in financial 
services that I think value staff, and try and keep you happy genuinely. I just 
think I’m one of the few people that really enjoy the place that they work for 
and recognise how good of an employer they are. But saying that, it’s just a 
shame that it doesn’t align with my passion, if financial services were my 
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passion, and I was working for an employer like XXX, it would be a double 
win. But unfortunately it’s not the case.”(Participant11 – financial analyst) 
The AC-NC-high profile is hypothesised to be associated with higher 
intentions to stay with an organisation (Gellatly et al., 2006; Meyer & Parfyonova, 
2010). The quantitative results of Study 1 supported this hypothesis. However, two of 
the AC-NC-high interviewees noted that they were either thinking of leaving their 
organisations, or the stated reason for staying with their organisation was not in line 
with an AC-NC-high profile. This is consistent with turnover research (Hotlom, 
Mitchell, Lee, & Inderrieden, 2005; Mitchell, Holtom, Lee, Sablynski, & Erez, 2001) 
that notes that variables other than OC and job satisfaction often prompt people to 
leave. The female school teacher noted that while she likes the school she is working 
for, she is considering moving for professional advancement. This is consistent with 
Somers’ (2000) observation that employees who are committed to their career put 
discretionary effort into their work but will leave the organisation when they believe 
that their careers would progress further elsewhere. 
“I think it’s time for me to move on. Because I’ve been there a long time, with 
a lot of the people for a long time but also I think that it would be in my best 
interests to broaden my skills with a different range of people. I think you can 
feel very safe in the environment that you’re in, and at the end of the day, 
you’re only getting a small snapshot of what’s really happening in education 
by working in one school. I think the more schools you can work at in different 
roles, the bigger the skill set you can develop and therefore be a change 
manager.”(Participant 10 – high school teacher) 
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In summary, the AC-NC-high profile group described their relationships with 
and felt obligations to their organisation as being consistent with a moral imperative 
(Gellatly et al., 2006; Meyer & Parfyonova, 2010). According to the data, the 
fulfilments of an ideology-infused psychological contract were central to this mindset. 
Value alignment was a central theme in participants’ comments. Participants 
expressed a strong desire to reciprocate to their organisations due to the level of 
support, autonomy, and the overall positive work environment they experienced.  
AC-moderate. Theorising on the dual nature of NC has focused on high-NC 
profiles where either AC or CC is also high. There has been very little discussion on 
what kind of mindset would be expected for profiles without high levels of AC or CC, 
including when NC is not high, despite several studies (e.g., Meyer, Stanley, & 
Parfyonova, 2012; Wasti, 2005) finding profile groups with low-moderate or 
moderate levels on all three components. The AC-moderate commitment profile 
participants described their relationship in terms of a relational psychological contract. 
The mindset which accompanied the perceived obligation to the organisation (i.e., 
OCB and staying) was more restricted than the moral duty of the AC-NC-high profile. 
AC-moderate commitment employees noted that they owed it to the organisation to 
work hard while at work, and occasionally work longer hours, but did not feel the 
same level of personal sacrifice that the AC-NC-high profile employees did, as 
reflected in the following quote:  
“Stability, I like it that I have pretty much an 8-5 job, and that there is 
minimal overtime, I can leave work at work, I don’t have to bring it home and 
I’d like it if it stayed that way because to me, it gives to me a good work/life 
balance. And if I need time off, then I’ve earned that right to have that time off. 
While I am at work I give 100% but I don’t think I owe them anything anymore. 
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I’m there by choice now, not obligation.”(Participant 8 - state finance 
manager) 
Interestingly, in the above comment the participant noted that her obligation 
has now been fulfilled and she is staying with the organisation out of choice and not 
obligation. The nature of employee’s mindsets is consistent with value-based 
commitment which is in line with Meyer et al.’s (2006) theorising. Employees who 
have strong AC to the organisation tend to experience greater autonomy in self-
regulation; as a result, they are more likely to put their discretionary effort into work 
and remain with the organisation (Meyer et al., 2006).  
The biggest difference between the AC-moderate group and the AC-NC-high 
group was lower levels of value alignment and the absence of ideology-infused 
psychological contract. Comments indicative of the latter were only received from the 
AC-NC-high participants. However, it is important to recall that while levels of AC 
and NC among the AC-moderate group were lower, these two components of 
commitment were not absent altogether. Rather, participants from the AC-moderate 
group did still appear to have felt obligations, although these were not as strong or as 
broad in scope as those evident in the AC-NC-high group. Thus, while comments 
from the AC-moderate group could not be said to demonstrate a mindset of a moral 
imperative, they did reflect a positive sense of obligation to the organisation, just not 
to the same degree as the AC-NC high group. For these reasons, it can be argued that 
the moral imperative versus indebted obligation dichotomy is too simplistic to capture 
the complexity of mindsets associated with various CPs.  
On the basis of the profiles identified in this study, there is potential for a 
positive mindset other than that characterised by moral imperative. While moral 
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imperative mindset apparent in the AC-NC-high group relates strongly with an 
ideological value-infused psychological contract, the mindset of the AC-moderate 
profile group aligns more closely with a relational psychological contract. In other 
words, although the AC-NC-high and AC-moderate profiles both have positive 
obligations associated with them, the scope and extent of these felt obligations differ 
between the two. The nature of mindset associated with obligation is closely tied to an 
employee’s psychological contract, which is in line with McInnies et al.’s (2009) 
findings and Meyer and Parfyonova’s (2010) theory concerning CPs. When 
employees have an ideology-infused psychological contract, they are likely to have an 
AC-NC-high profile and experience NC as a moral imperative. In contrast, when they 
have a relational psychological contract, they are likely to have an AC-moderate 
profile (or one with moderate levels of AC and NC and a low level of CC) and a 
mindset that reflects positive felt obligations but of a more restricted nature. In terms 
of a possible two faces of NC, it appears that when employees have a relational 
psychological contract without high levels of value congruence, they are likely to 
have a moderate commitment profile but neither a moral imperative nor indebted 
obligation mindset. In addition to the absence of the strong value alignment of the 
AC-NC-high profile, the AC-moderate group made more comments emphasising 
other foci of commitment than the organisation, such as co-workers, supervisor, and 
students or clients. One senior manager noted that his commitment was to his staff 
and not the organisation: 
“The only obligations I have are to the people who work for me and those that 
I work with in my department – I don’t feel obligated to the larger 
organisation. I feel like we are a micro-cell of the organisation. I want to 
support my team – if I wanted more money or anything else I would leave and 
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take up a mining job.  The organisation itself is almost an irrelevancy – if my 
managerial team left to start our own business I’m sure that many of our staff 
would leave to join us.” (Participant 13- mechanical engineer) 
CC-high.  The CC-high profile group was expected to have a mindset 
characterised in terms of an exchange-based commitment (Meyer, Becker, & Van 
Dick, 2006). An exchange-based mindset is focused on perceived cost, within the 
terms of the employment contract. It was apparent that the only employee with this 
profile engaged in behaviours that met only the minimum requirement to avoid costs. 
This could be seen in this participant’s acknowledgement that the employer had 
provided the job, with reasonable pay, enabling the participant to do something he 
liked. As employees with indebted obligation mostly have less positive beliefs about 
the organisation (as seen in the CC-NC-moderate profile below), Participant 4 
indicated a definite reluctance to make any personal sacrifices for the organisation. 
Nevertheless, the clear emphasis of this participant’s comments points to a mindset of 
exchange:      
“It is purely economic necessity, it is extremely difficult to find another job, so 
work for me is just a contractual thing – they pay me and I work for them. I 
mean I’m obligated in the sense that they have given me a job and they are 
paying me reasonably well and I like what I am doing and they make it 
possible for me to do what I am doing but I not going to stand in front of the 
firing squad for them. But there is a sense of obligation, a sense of well they 
have given me the opportunity to do what I like but then...” (Participant 4 - 
Academic) 
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CC-NC-moderate. An indebted obligation is also associated with perceived 
cost, with the terms of the obligation based on a sense of having to do something to 
avoid the social cost of not doing so. The commitment under these circumstances is 
again confined to the terms of the employment agreement and “associated with less 
positive beliefs (e.g., indebtedness, inconvenience) and affect (guilt, frustration)” 
(Meyer & Parfyonova, 2010, p. 288). However, while the CC-NC-moderate group 
had a greater intensity of felt obligation than the CC-high group, as apparent from the 
higher level of NC, the level of indebtedness felt was less clear. Obligations for 
participants in this group stemmed from the need to avoid the feelings of guilt, 
inconvenience, or loosing face (see, e.g., Gellatly et al., 2006; Meyer & Parfyonova, 
2010). Additionally, this more “restricted” obligation was accompanied by less 
positive affect towards the organisation and feelings that the organisation and its 
agents did not necessarily recognise or value the employees’ contributions. The 
intention to engage in OCBs is reflected in Participant 6’s observation: 
“Yeah, I wouldn’t go beyond what I had to at the moment. Due to recent 
changes we all feel that the organisation no longer cares about what you’re 
doing anymore, we don’t feel valued…so well, I reciprocate with, well maybe I 
will go at 4 today and they can just wait until tomorrow for that urgent 
request.”(Participant 6 –public servant) 
The pattern of responses was consistent with recent research findings 
(McInnies et al., 2009) and theoretical development (Meyer & Parfyonova, 2010) on 
the association between OC and psychological contracts. Meyer and Parfyonova 
(2010) proposed that the nature of obligation of employees with high CC would be 
more likely to reflect a purely transactional psychological contract. That is, employees 
with profiles featuring high CC were more likely to perceive their commitments to the 
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organisation as restricted to the explicit terms of their employment contract. As a 
result, they would express a desire to stay with the organisation out of necessity and 
be less likely to engage in OCB. Therefore, employees’ commitment reflected their 
transactional psychological contract. The mindset associated with a CC-NC-moderate 
profile is reflected in the following comment: 
“I don’t know if it’s because of a genuine recognition that what I do is good 
and valuable or if it’s simply given in these economic times, I’m simply easier 
and cheaper to keep on rather than go and recruit more people and because I 
can teach across so many different areas. (Participant 5 – system engineer) 
In summary, the qualitative interviews provided supporting evidence that the 
obligations associated with an AC-NC-high profile may be characterised in terms of a 
moral imperative, with participants in this group describing their relationship in line 
with an ideology-infused psychological contract. Further, these participants expressed 
an associated greater willingness to engage in OCB than employees with a CC-NC-
moderate profile. Comments from the CC-NC-moderate profile reflected a more 
transactional psychological contract and more restricted type of negative obligation. 
By contrast, the AC-moderate group showed evidence of a more relational 
psychological contract and positive sense of obligation to the organisation. In general, 
the study of profiles with only moderate levels of AC or CC is an area that warrants 
further investigation to clarify the nature of mindsets associated with these CPs.  
Uncommitted. The uncommitted profile reinforced the links between OC and 
psychological contracts. All four participants with an uncommitted profile identified a 
clear psychological contract violation as the cause of their low levels of commitment. 
A psychological contract violation refers to a situation where one party in a 
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relationship perceives another to have failed to fulfil promised obligations (Conway, 
Guest, & Trenberth, 2011; Robinson & Rousseau, 1994). A senior human resource 
practitioner noted that she felt no obligation to her current organisation because her 
promised role did not match the realities of her work:  
“None! I actually think they owe me. What I was told this role could be about 
is definitely not what it is. There has been a complete failure in the 
psychological contract – but of course they wouldn’t even know what that is.” 
(Participant 15 – human resource practitioner) 
Morrison and Robinson (1997) argued that this definition focuses only on the 
rational, assessment of whether expectations have been met and fails to take into 
account the emotional aspect of expectation violation. They offered a distinction 
between the cognitive component and the emotional component, which they label as a 
psychological contract breach and a psychological contract violation respectively. 
Psychological contract violation is more personalised as rather than only failing to 
meet expectations, trust has been broken and promises have not been kept. A violation 
is an “emotional and affective state that may follow from the belief that one’s 
organisation has failed to adequately maintain the psychological contract” (Morrison 
& Robinson, 1997, p. 230). Research has found that diminished performance, 
commitment, OCB, and trust, and increased cynicism and TIN are associated with 
psychological contract violation (Pate, Martin, & McGoldrick, 2003; Robinson, 1996; 
Robinson & Morrison, 1995; Robinson & Rousseau, 1994; Zhao, Wayne, Glibkowski, 
& Bravo, 2007). An sessional academic noted that inadequate resourcing and 
competing priorities had resulted in the compromising of his ability to provide quality 
learning outcomes:  
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“I’m frustrated, annoyed, angry; I feel quite...I feel like I’m dishonest, students 
are expecting lots of us and I don’t think we’re anywhere near giving them 
what they need. So yeah, I feel like I’m betraying them.” (Participant 9 – 
sessional academic) 
Instances where an organisation fails to meet its organisational justice 
obligations often contribute to psychological contract violation (Andersson, 1996; 
Pate et al., 2003). Distributive justice violations occur when outcomes, such as 
financial bonuses and promotions, are unfairly distributed. Procedural justice 
violations occur when employees perceive an unfair application of a process, such as 
a performance review. Finally, interactional justice violations are associated with how 
employees feel they have been treated by their supervisor and are closely linked with 
issues of trust (Pate et al., 2003). A software engineer perceived a clear psychological 
contract violation based on how poorly staff were treated, with excessive workloads, 
below-industry-standard pay, and poor general work conditions: 
“Fairness... If I had to distil it, it would be fairness and justice. Fairness is 
probably the closest one. It just wasn’t… I don’t think it was fair.  I feel no 
obligation to stay; no obligation to work extremely hard; no obligation to do, 
you know, my utmost. Just because of the way that we’d been treated.” 
(Participant 2 - CEO) 
Multiple foci of commitment. All participants, irrespective of their CPs, noted 
that they had commitments to a variety of foci within the organisation, such as co-
workers, supervisor(s), and students or clients. However, the qualitative data indicated 
that the participants’ commitment to these various foci differed by CP. In comments 
from the AC-NC-high profile group, commitment to the organisation and other foci 
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were given equal emphasis; in comments from the AC-moderate group, the 
participants’ emphasis was on their commitment to foci other than the organisation; in 
the CC-high and CC-NC-moderate groups, there was no emphasis on any particular 
foci; and finally, in the uncommitted group there was an emphasis on absence of 
commitment to their organisation.  
The complex manner in which multiple commitment foci interact is an area 
requiring further research. The person-centred approach is well-suited to investigate 
how multiple commitments might combine (Meyer et al., 2013) and can investigate 
the impact of when commitment to different foci are in conflict or are compatible with 
one another (Cooper-Hakim & Viswesvaran, 2005; Meyer et al., 2013). Cooper-
Hakim and Viswesvaran (2005) noted that when there are multiple foci of 
commitment there is the potential for conflict between them. For example, Becker and 
Billings (1993) discussed the potential for conflict (or compatibility) between 
commitment to local foci (supervisor and work group) and global foci (top 
management). Other examples of potential conflict between foci of commitment are 
between commitment to a profession or an organisation (Gouldner, 1957), and 
commitment to a union or an organisation (Gordon & Ladd, 1990).   
Conversely it has been argued that commitments to different foci can be 
compatible and even “mutually reinforcing under conditions where the goals and 
values of the foci are overlapping” (Meyer et al., 2013, p. 3). In cases where fostering 
a moral commitment to an organisation is not possible, it may be possible to build a 
strong moral commitment to other foci (e.g., students, profession, co-workers) whose 
goals overlap with those of the organisation (see Meyer, 2009).  
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Study 1 Summary 
The aim of Study 1 was to identify the organisational CPs of a group of 
employees and to investigate recent theoretical arguments pertaining to the mindsets 
and outcomes (OCB and TIN) associated with varying combinations of AC, NC, and 
CC. Phase 1 of this mixed-method study utilised a person-centred approach to identify 
CPs and their relationship with TIN and OCB. Phase 2 was a qualitative examination 
of whether employee’s mindsets vary depending on their CP. 
Consistent with previous research (e.g., Gellatly et al., 2006; Meyer, Stanley, 
& Parfyonova, 2012; Sinclair et al., 2005; Somers, 2010; Wasti, 2005), this study 
found five distinct CP groups. Overall, the findings suggest that a moral imperative 
obligation does arise in connection with the influence of AC and CC on NC, although 
it is insufficient to explain the full variation of mindsets across profile groups.  
The presence of an AC-NC-high profile offered a start in examining Gellatly 
et al.’s (2006) and Meyer and Parfyonova’s (2010) proposition that the nature of NC 
in profiles where either AC or CC is high is dependent on the context provided by the 
relative levels of these components within the CP. As expected, this study found that 
OCB was highest and TIN lowest when levels of AC and NC were high. These 
findings support Hypothesis 1. The results for the CC-NC-moderate group partially 
supported Hypothesis 2 in that this profile group, with its relatively higher CC than 
AC, showed the lowest level of discretionary effort, although TIN was lower than 
expected. The CC-high group showed the expected pattern of slightly higher TIN than 
the AC-NC-high group and lower levels of OCB. However, the expected differences 
among the other three profile groups were not totally consistent with expectations. 
The CC-high group had a lower level of TIN than the uncommitted group, but there 
were no significant differences in TIN among any of the groups with the exception of 
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AC-NC-high and uncommitted. In terms of OCB, the CC-high group showed higher 
levels than the moderate and uncommitted groups.   
Taken together, the findings of the semi-structured interviews in Phase 2 
support qualitative differences of employee’s mindsets are dependent on their CP. The 
AC-NC-high profile group described the participants’ relationship with, and felt 
obligations to, their organisations consistent with a moral imperative (Gellatly et al., 
2006; Meyer & Parfyonova, 2010). Central to the mindset associated with this profile 
was the fulfilment of an ideology-infused psychological contract, high levels of POS, 
and supportive leadership. Further, the CC-high profile group described their 
relationship with their organisations consistent with an exchange-based mindset 
(Meyer et al., 2006).  
Previous research had only inferred employees’ mindsets from the pattern of 
survey results. The current study makes further substantial contributions through 
examining the mindsets associated with CPs in which the levels of AC and CC are not 
high. The AC-moderate profile participants described their relationship in terms of a 
relational psychological contract. Their perceived obligations to the organisation (as 
evidenced in OCB and TIN) were more restricted than the moral imperative felt by 
the AC-NC-high group. The biggest difference between the AC-moderate group and 
the AC-NC-high group was lower levels of value alignment and the absence of 
ideology-infused psychological contract. Additionally, the CC-NC-moderate group 
reflected a purely transactional psychological contract, with employees restricting 
their organisational commitments to the explicit terms of their employment contract 
and engaging in behaviours that met only the minimum required to avoid costs and 
maintain face. The CC-NC-moderate group differed from the CC-high group due to 
the presence of commitment in the CC-NC-moderate group and the absence of such 
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commitment in the CC-high group. The uncommitted profile reinforced the links 
between OC and psychological contracts. All four participants with an uncommitted 
profile identified a clear psychological contract violation as the cause of their low 
levels of commitment. Findings related to AC-moderate, CC-NC-moderate, and 
uncommitted profile groups highlight the need for further theory developments on CPs 
beyond the dichotomy of moral imperative and indebted obligation (Meyer, Stanley, 
& Parfyonova, 2012), and on the interaction of multiple foci (Meyer et al., 2013).  
In summary, Study 1 provides evidence for the existence of mindsets that had 
previously only been theorised and inferred from differences in behavioural intentions. 
To some extent, these mindsets relate to the broad dichotomy of moral imperative and 
indebted obligation that Gellatly et al. (2006) and Meyer and Parfyonova (2010) 
proposed as two faces of NC. However, qualitative differences among the CPs in this 
study indicate that the interaction of the commitment components may be more 
complex than the dual nature of NC proposition suggests. It appears that the mindsets 
associated with CPs may be as varied and nuanced as the profiles that underlie them. 
Beyond the effect of the relative levels of AC and CC, there is the potential that 
cultural values may represent an additional contextual factor impacting on the 
complex nature of NC and the formation of employee mindsets. This idea is 
investigated further in the following chapter. 
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CHAPTER FIVE: STUDY 2 – COMMITMENT PROFILES 
 
Introduction  
The previous chapters show how decades of research investigating Allen and 
Meyer’s (1991) three-component model of OC have provided an explanation of how 
employees identify with and feel part of an organisation. As the three forms of 
commitment are conceptually distinct, employees may experience each form of OC 
simultaneously to varying degrees. Meyer et al. (2012) have thus continued to 
recommend that the three forms of OC be considered as components of a CP. Gellatly 
et al. (2006) theorised that the way in which each form of commitment is experienced 
will be determined by the context created by the relative levels of the other 
commitment components. In particular, the relative levels of AC and CC 
accompanying NC in a profile have been argued to represent a context effect capable 
of shaping the nature of an employee’s NC, characterising perceptions of obligation in 
terms of either a moral imperative or indebted obligation respectively (Gellatly et al., 
2006). 
As in the case of Study 1, Study 2 sought to identify employees’ 
organisational CPs and examine Gellatly et al.’s (2006) proposition that the nature of 
NC and its relationship with TIN and OCB is dependent on the relative levels of AC 
and CC in the CP. Because this thesis takes the further step of attempting to clarify the 
nature of employee mindsets associated with CPs, it also takes account of Meyer and 
Parfyonova’s (2010) more recent argument that “the unique combinations of AC, CC, 
and NC appear to produce qualitatively different mindsets that have important 
implications for behaviour” (p. 287). Study 2 examined the following hypotheses as 
elaborated in Chapter 2: 
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Hypothesis 1:  Profile groups with moderate to strong NC in combination with strong 
AC (e.g., AC/NC-dominant and fully committed) will be characterised 
by a moral imperative mindset and will have lower levels of TIN and 
higher levels of OCB than profile groups with moderate to strong NC 
but weak AC (e.g., NC-dominant, CC/NC-dominant). 
  
Hypothesis 2:  Profile groups with moderate to strong NC in combination with 
relatively strong CC compared to AC (e.g., CC/NC dominant) will be 
characterised by an indebted obligation mindset and will have higher 
levels of TIN and lower levels of OCB than profile groups with strong 
AC but lower levels of TIN and higher levels of OCB than profile 
groups with low levels of NC and AC (e.g., CC-dominant, 
uncommitted). 
 
However, the almost exclusively quantitative nature of previous research 
placed limits on understanding employee mindsets associated with CPs. Given that 
the characteristics of a mindset are unobservable (as argued strongly in Chapter 2), 
qualitative as well as quantitative research is needed to examine the mindsets 
associated with different CPs, and to explore the influences that these mindsets have 
on individuals’ perceptions of their obligations to their organisations (Bergman, 2006; 
Meyer et al., 2010). Phase 2 of the study collected data via semi-structured interviews 
to achieve this aim. 
In keeping with Study 1, in terms of context effects, Study 2 also looks beyond 
relative levels of AC and CC to examine the impact of cultural (Bergman, 2006; 
Meyer & Parfyonova, 2010) and professional (Meyer et al., 2013) values on 
employees’ perception of OC to their organisation, treating these as additional context 
effects. Previous studies have indicated that NC may be a stronger predictor of work-
related outcomes in collectivist cultures, where strong societal ties and normative 
obligations are emphasised (Bergman, 2006; Wasti, 2005; Ko et al., 1997). Recent 
research (Fischer & Mansell, 2009; Meyer & Parfyonova, 2010) suggests that in a 
collectivist culture, NC (as a norm-influenced obligation) may be perceived 
differently than in other contexts, so that it functions somewhat independently of the 
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relative levels of AC and CC present in the CP. In addition, as detailed in Chapter 2, 
the vast majority of commitment research has acknowledged the complexity of 
commitment and the potential for commitment to be directed toward multiple foci 
(Becker & Billings, 1993; Cooper-Hakim & Viswesvaran, 2005; Meyer et al., 2013; 
Reichers, 1985). This thesis considers employees’ professional values as a further 
context effect on the basis that their profession may constitute a substantive 
alternative focus of commitment with ramifications for employee mindsets. 
Study 2 was designed to replicate the research approach used in Study 1. The 
study sought to address two main objectives, firstly to empirically examine, through a 
quantitative process, the CPs associated with a sample of employees all working 
within a single industry. Secondly, using qualitative research, employee mindsets 
associated with different CPs were explored through employee interviews. The 
qualitative investigation permitted a deeper exploration of the employees’ perceptions 
of obligation to their organisation, providing empirical evidence to redress the current 
knowledge gap concerning the mindsets associated with different CPs in a setting 
where relatively uniform cultural values may be prevalent. Thus the following 
research questions were formulated:  
Research Question 1: Are there differences in how employees with different 
commitment profiles describe their cognitive and 
affective reactions to their organisation? 
Research Question 1a: Do employees with an AC/NC-dominant profiles 
describe their obligations to the organisation in terms 
of a moral imperative?  
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Research Question 1b: Do employees with a CC/NC-dominant profile describe 
their obligations to their organisation in terms of an 
indebted obligation? 
Research Question 1c: How do employees who have CPs with only moderate 
levels of AC and CC describe their obligations to their 
organisation? 
Research Question 2: How do cultural values impact on employees’ 
perceptions of obligation to their organisation? 
This current chapter replicated the mixed method design used, and previously 
reported, in the previous chapter for Study 1. This study consisted of a quantitative 
pencil-and-paper survey of 157 Korean nurses regarding their self-reported levels of 
OC and related outcome variables. These responses were analysed to generate the 
participants’ CP. The survey was followed by semi-structured interviews conducted 
with a sub-sample of 21 nurses. The semi-structured interviews explored the nurses’ 
views regarding their relationships and perceived obligations to the organisation, 
thereby investigating how employees’ perceptions of obligation to an organisation 
varied depending on their CPs, in a context with strong common culture of service 
and duty.  
Consistent with the methodology adopted in Study 1, the semi-structured 
interviews were once again seen as the most appropriate methodology for the 
development of a better understanding of employee perception of their obligations to 
their organisation (Bergman, 2006; Wasti, 2003a; 2003b). Since NC involves the 
internal mindset of employees, such as their sense of moral imperative or indebted 
obligation, pre-determined response categories or standardised quantitative measures 
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are limited in their ability to produce responses about the subjective perceptions and 
subjective attitudes of employees (Bergman, 2006). The purpose of the semi-
structured interviews was to develop a rich understanding, in the participants’ own 
words, of the experience and consequences of the mindset associated with different 
CPs, thus enabling analysis of the potential influence of cultural values on the nature 
of NC. The interviews provided the research participants the opportunity to 
thoroughly answer the questions posed, and to provide interpretations that the 
researcher could not pre-determine. The results of the quantitative analysis of the 
survey data are presented first, followed by the presentation and analysis of the 
qualitative data, concluding with a brief discussion. 
Study 2 Quantitative Phase 
Method. 
Participants and procedure. 
Pencil-and-paper surveys were distributed to 200 nurses at a university 
hospital in South Korea at their staff meetings, with completed surveys collected at 
later staff meetings. One hundred and fifty-seven nurses returned usable surveys, with 
a high response rate of 78.5%. One explanation for this high response rate is that the 
management of the hospital endorsed the survey and provided employees time to 
complete the questionnaires during work time (see Appendix F for the approval).  
To ensure confidentiality, it was explained to all participants that their 
responses would be kept confidential and that their answers were for the current 
research purpose only. Participants were able to remain anonymous if they so desired, 
and those who provided their contact details for follow-up interviews were assured 
that their identities would be kept strictly confidential. Twenty-one employees agreed 
to participate in the follow up interviews. The Research and Ethics Committee of the 
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Queensland University of Technology provided ethical approval for the study 
(approval number 1100001104). Table 14 presents a summary of the demographic 
characteristics of the questionnaire participants. Due to an administrative error the 
format of questions regarding demographic information (e.g., age, employment 
duration) was not consistent. For example, the Koran participants were requested to 
supply grouped responses; however, the Australian participants were requested to 
supply discrete responses. All Korean respondents were female because few males 
work in the nursing industry in South Korea and no male responded.  
Table 14 Summary of Demographic Data of Study 2  
Summary of Demographic Data of Study 2  
Variable Result 
Age Range: 21 to 55 years 
Median 31-35 years 
 
Gender 100% female 
Years in the organisation Range: Less than 1 year to over 25 years 
Median 6-10 years 
Years in present position Range: Less than 1 year to over 25 years 
Median 3-5 years 
 
Measures. 
The OC measure used was Lee et al.’s (2001) 15-item Korean adaptation of 
Meyer, Barack and Vandenberghe’s (1996) scale created through translation of Meyer 
et al.’s (1996) original items into Korean and back-translated into English. I similarly 
utilised Beaton, Bombardier, Guillemin, and Ferraz’s (2000) back-translation 
technique for translating the remaining measures (i.e., TIN and OCB), for which there 
was no published Korean translation. This was to ensure that the survey was worded 
with the appropriate cultural and contemporary phrasing (e.g., rephrasing or removing 
North American-specific expressions, abridging items and simplifying the item 
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content) in order for the items to be equivalent to the original English-language items. 
The entire survey was translated from English into Korean by myself and then back-
translated to English by two independent translators. The final Korean version of the 
survey was reviewed by two Korean academics (see Appendix G for details of the 
Korean survey questionnaire.) 
 Organisational commitment. AC, CC and NC were measured using Lee et 
al.’s (2001) 15-item Korean translation of OC scored using a five-point Likert-type 
response format. An example an AC item was as follows: “This organisation has a 
great deal of personal meaning for me.” An example of a CC item was “For me 
personally, the cost of leaving this organisation would be far greater than the benefit.” 
An example NC item was “I do not feel any obligation to remain with my current 
employer.” Previous psychometric evaluation of this measure has demonstrated that it 
is reliable and also provides a non-overlapping assessment of the three forms of OC 
(Lee et al., 2001). Items 2, 3, 4, 11 and 13 were reverse-worded and accordingly 
required recoding prior to scoring and analysis. One of the NC items was dropped due 
to a low level of internal consistency. Table 15 shows the alpha coefficient for each 
scale before and after dropping Item 3. Higher scores on the measure indicated higher 
commitment levels.  
Turnover intention. TIN was measured with Colarelli’s (1984) three-item 
turnover intention subscale. Responses were scored on a seven-point scale ranging 
from 1 (strongly disagree) to 7 (strongly agree). The subscale assessed the likelihood 
that the respondent would leave the organisation in the near future. An example item 
was as follow: “If I have my own way, I will be working for this organisation one 
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Table 15 Reliability Analysis for Item Deletion 
Reliability Analysis for Item Deletion 
 
year from now.” Items 2 and 3 were reverse-worded and thus required recording prior 
to scoring and analysis. Item 1 was dropped, as the exclusion of this item substantially 
improved the internal consistency of the scale. Table 16 shows the alpha coefficient 
for each scale before and after dropping this item. Again a higher score on the 
subscale demonstrated a higher level of TIN.  
Table 16 Reliability Analysis for Item Deletion  
Reliability Analysis for Item Deletion  
Item-Total Statistics 
 
Item 
 
Scale Mean 
If item 
Deleted 
Scale 
Variance 
If item 
Deleted 
Corrected Item 
Total 
Correlation 
Squared 
Multiple 
Correlation 
Alpha 
If Item 
Deleted 
TIN1 6.13 10.17 .11 .02 .81 
TIN2 7.52 7.14 .52 .48 .23 
TIN3 6.89 5.72 .55 .49 .11 
 
Organisational citizenship behaviour. OCB was measured using the two forms 
of OCB from Williams and Anderson (1991). The scales in their original form (OCB-
organisation [OCB-O] and OCB-individual [OCB-I]) consist of six items each. 
Item-Total Statistics 
Item 
Scale Mean 
If item 
Deleted 
Scale 
Variance If 
item Deleted 
 
Corrected 
item Total 
Correlation 
Squared 
Multiple 
Correlation 
Alpha If 
item 
Deleted 
NCOM1 15.45 10.78 .04 .31 .03 
NCOM2 15.70 8.27 .29 .25 .31 
NCOM3 16.38 19.74 -.61 .49 .67 
NCOM4 16.40 6.79 .49 .37 .66 
NCOM5 16.13 7.20 .42 .50 .55 
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However, like Study one, a CFA did not support a two-factor solution but a one-factor 
solution, the subscales were again combined for consistency between the two studies, 
although this time all 12 items were included.  The resulting scale broadly measured 
the extent of employee OCB to the organisation and to individuals in the workplace. 
Two example items were, “I always give advance notice when I am unable to come to 
work” and “I generally help others who have been absent.” As before responses were 
recorded on a seven-point Likert-type scale ranging from 1 (strongly disagree) to 7 
(strongly agree). Items 1, 4 and 6 were reverse-worded and thus required recoding 
prior to scoring and analysis. Higher scores reflected higher levels of OCB.  
Data screening. 
Prior to analysis the data were screened and cleaned using the guidelines 
provided by Tabachnick and Fidell (1996). First, with SPSS, both categorical and 
continuous variables were checked for accuracy. Each variable was checked for errors 
by identifying values that were outside the range of possible values. For example, as 
gender was coded 1 = male, 2 = female, therefore there should have been no scores 
other than 2 (i.e., all respondents were female) for this variable. There were no 
incorrect data entries.  
Data screening for respondents’ errors and omissions was conducted prior to 
analysis. There were 10 cases with missing data. Bernaards and Sijtsma (2000) 
introduced a number of imputation methods for missing data. A suitable option for 
this analysis was two-way imputation (TW), where the researcher can calculate across 
available scores the overall mean (OM), the mean for item (IM), and the mean for 
person (PM), and impute IM + PM - OM for missing data. This avoided the necessity 
of deletion, which would otherwise be the safest method of dealing with missing data 
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(Hair et al., 2010; Tabachnick & Fidell, 1996). Hence, two-way imputation was 
adopted for the 10 cases of missing data. 
The data were then screened for the presence of univariate and multivariate 
outliers and all continuous variables were examined for any statistical variation from 
normality, linearity, and homoscedasticity. No outliers were identified and all 
variables were normally distributed with acceptable levels of skewness and kurtosis. 
Furthermore, the present study considered a multivariate measurement of each 
observation’s distance in multidimensional space from the mean centre of all 
observations using Mahalanobis D2 distance values. The D2 value of this study was 
satisfactory (2.98). After data cleaning, all 157 cases remained for analysis.   
Results. 
Descriptive statistics and correlations. 
Table 17 provides the mean, standard deviation, number of items, and 
Cronbach’s alpha coefficients for all scales, and the correlation between the 
organisational commitment subscales and employee TIN and OCB. All scales 
demonstrated acceptable reliabilities (Hair et al., 2006).  
Cluster analysis. 
After completion of the reliability analysis, a cluster analysis was conducted to 
identify CPs. To form commitment profile groups, k-means cluster analysis was 
applied. The result of cluster analysis conducted on the three commitment scale scores 
to identify distinct CPs. Prior to analysis each commitment scale score was 
standardised (Hartigan, 1975). K-means cluster analysis uses non-hierarchical data 
analysis to separate individual cases into a pre-specified number (k) of clusters based  
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Table 17 Means, Standard Deviations (SD), Inter-correlations and Internal Consistency Alphas for Study 2 Variables 
Means, Standard Deviations (SD), Inter-Correlations and Internal Consistency Alphas for Study 2 Variables 
Variables Number of Items Mean SD 1 2 3 4 5 
1. ACS 5 4.80 1.20 (0.89 )     
2. CCS 5 4.73 1.05 0.26** (0.76 )    
3. NCS 4 4.09 1.11 0.60** 0.36** (0.67)   
4. TIN 2 3.06 1.59 -0.58** -0.40** -0.57** (0.81)  
5. OCB 12 5.52 0.63 0.44** 0.18* 0.19* -0.26* (0.75) 
Note. n = 157.  Data in parentheses along the diagonal are internal consistency alphas. ACS = Affective Commitment Scale; CCS = Continuance 
Commitment Scale; NCS = Normative Commitment Scale; TIN = Turnover Intention; OCB = Organisational Citizenship Behaviour.  
* p < .05. ** p < .01.  
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on their variable scores (i.e., AC, CC, and NC subscale scores). The k-means cluster analysis 
maximises between-cluster differences and minimises within-cluster variance.  
As discussed in Chapter 2, based on the findings of previous studies, the current study 
expected to identify some version of the five most common profiles (Meyer, Stanley, & 
Parfyonova, 2012). The analysis investigated four-, five-, and six- cluster solutions. As in 
Study 1, Hartigan’s (1975) two criteria of theoretical interpretability and comparatively large 
cell sizes (for greater generalisability) were considered. The six-cluster solution was rejected 
because it contained more than one cluster with 10 or fewer members, which was considered 
undesirable for generalisability. The five-cluster solution was preferred over the four-cluster 
solution as it showed a more even distribution of cluster membership and was readily 
interpretable on the basis of existing CP theory. Table 18 provides distances between final 
cluster centres.  
Table 18 Distances between Final Cluster Centres  
Distances between Final Cluster Centres  
Cluster 1 2 3 4 5 
1  2.16 3.29 2.76 2.07 
2 2.16  2.04 2.76 1.97 
3 3.29 2.04  2.07 1.48 
4 2.76 2.76 2.07  1.50 
5 2.07 1.97 1.48 1.50  
 
Analysis of variance (ANOVA) was then conducted to analyse commitment levels 
across the five profile groups and found significant differences in AC (F (4, 152) = 63.71, p < 
.01), CC (F (4, 152) = 79.37, p < .01), and NC (F (4, 152) = 58.58, p < .01). Table 19 provides 
the results of the means for each organisational CP cluster and the outcomes of the post hoc 
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comparisons demonstrating that there are significant differences between component scores 
within each profile, and that the five CPs are quantitatively different in terms of the overall 
levels of all three components of OC.  
As with Study 1, Study 2 utilised the results of the ANOVAs and post hoc 
comparisons to name the profiles (see Table 19). This analysis involves quantitative results, 
to cut-off values for the determination of descriptors (e.g.,” high”, “moderate” and “low”) of 
the five profiles. Table 20 represents the values applied here. A value of 0 (zero) represents 
the mean score of all participants for the component in question, so that values close to 
average are considered moderate, whereas values at or above (i.e., positive) 0.5 standard 
deviations from the mean are considered high, and those at or below (i.e., negative) 0.5 
standard deviations are considered low.  
Table 19 Commitment Means Associated with the Five Profiles for Study 2 
Commitment Means Associated with the Five Profiles for Study 2 
Profile N AC CC NC 
1. Fully Committed 38 1.04 .94 1.11 
2. AC-high 22 .85 -1.06 .31 
3. Uncommitted 38 -.84 -.95 -.81 
4. CC-high  10 -.10 .89 -1.40 
 
5. CC-NC-moderate  
 
49 -.52 .30 -.09 
Post-hoc comparison a  1,2>4,5,3 1,4>5>3,2 1>2,5>3,4 
Note. AC= affective commitment; CC= continuance commitment; NC= normative 
commitment. The mean numbers are standardised scores. a Post hoc comparisons indicate 
which profile means differ significantly at p < .05. 
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The five types of commitment profiles were labelled as follows: Profile 1 (38 cases or 
24.20 % of the sample) revealed the highest scores on all three commitment components 
reflecting overall commitment strength (AC high, CC high, NC high) and was thus labelled 
the fully committed group. The second profile group (22 cases or 14.01 % of the sample) has 
greater AC scores than any other profile group as well as significantly lower CC scores (AC 
high, CC low, NC moderate) and was labelled the AC-high group. Profile 3 (38 cases and 
24.20 % of the sample) had the lowest scores on all the three commitment components (AC 
low, CC low, NC low), reflecting a general lack of commitment overall and was thus labelled 
the uncommitted profile. Profile 4 (10 cases or 6.37 % of the sample) had greater CC scores 
than any other profile with the exception of Profile 1, while AC was moderate  and NC was 
low. The label CC-high group is used to describe this profile. Finally, both CC and NC are 
higher in Profile 5 (49 cases or 31.21 % of the sample) in comparison with Profile 3, 
Table 20 Cut-Off Values for Standardised Scores for the Three Components (AC, NC, and CC) Of OC 
Cut-Off Values for Standardised Scores for the Three Components (AC, NC, and CC) Of  
OC 
Descriptor Cut-off value 
High >  0.5 
      Moderate 0.49̵  ̵ -0.49 
Low > - 0.5 
 
while AC was not significantly higher than profile 4 or lower than Profile 3. Therefore, the 
current study labelled this the CC-NC-moderate group (AC low, CC moderate, NC 
moderate). The identification of five distinct CPs is consistent with previous research on CPs 
(Gellatly et al., 2006; Markovists et al., 2007; Meyer, Stanley, & Parfyonova, 2012; Somers, 
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2009, 2010; Stanley et al., 2009; Wasti, 2005). The final five-cluster solution is represented 
in Figure 4. 
Outcomes of commitment profiles. 
In examining whether the five profile groups differed in terms of TIN and OCB, 
analysis of variance (ANOVA) was employed as in Study 1. The following data are provided 
in Table 21 for the five profiles: means, standard deviations and F-values for the ANOVA 
results for the two outcome variables. The results indicate some significant differences across 
profile groups. Post hoc comparisons of means were conducted using Bonferroni t-tests. This 
test is considered suitable when the data violate the equal variance assumption for groups 
given the unequal sample sizes among profile groups—in other words, when the research 
compares a small number of related group means in terms of “family-wise correction” 
(Armstrong, 2014). 
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Figure 4. Five organisational commitment profiles based on cluster analysis: Study 2.  
 
Turnover intention. A significant difference among the CPs was found for TIN F(4, 
152) = 18.01, p < .001, η2 = .32, although the eta squared value (effect size) in this case was 
small by Cohen’s (1988) standard at .32. TIN was lowest in the fully committed (Profile 1) and 
AC-high (Profile 2) profile groups, followed by the CC-NC-moderate (Profile 5) group and 
then the CC-high (Profile 4) group, and was highest in the uncommitted group (Profile 3). 
Post hoc tests indicated that the fully committed group had significantly lower TIN than all 
the other profiles. The AC-high group (Profile 2) had significantly lower TIN than the 
uncommitted group (Profile 3) but was not significantly different from either the CC-high 
(Profile 4) or CC-NC-moderate (Profile 5) group. The TIN for the uncommitted group 
(Profile 3) was also significantly higher than for the CC-NC-moderate group (Profile 5) but 
not significantly different from the CC-high group (Profile 4). Finally, there was no 
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significant difference between the CC-high (Profile 4) and CC-NC-moderate (Profile 5) 
group. 
Organisational citizenship behaviour. Some significant differences among the CPs 
was found for OCB: F(4, 152) = 3.74, p < .001, η2 = .08, although again it should be noted 
that the effect size was very small, with an eta squared value of .08. Post hoc tests indicated 
that the fully committed group (Profile 1) had significantly higher OCB than the uncommitted 
(Profile 3) and CC-NC-moderate (Profile 5) groups. There were no significant differences 
among the other four profile groups. 
Discussion: Study 2 Quantitative Analysis. 
The purpose of the quantitative phase of Study 2 was to examine the pattern of CPs 
for employees in the study and to determine whether CPs were predictive of work-related 
outcomes such as TIN and OCB, as suggested by prior research (Gellatly et al., 2006). The 
results identified five CPs, this number being consistent with the findings of previous 
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Table 21Organisational Commitment Profiles Group Means, Standard Deviations, and Analysis of Variance Results 
 Organisational Commitment Profiles Group Means, Standard Deviations, and Analysis of Variance Results 
 (1) 
Fully committed 
(2) 
AC-high 
(3) 
Uncommitted 
(4) 
CC-high 
(5) 
CC-NC-moderate ANOVA 
Turnover  
Intention 
(TIN) 
1.75 
(0.83) 
2.77 
(1.88) 
4.28 
(1.38) 
3.45 
(1.44) 
3.26 
(1.28) F(4,152)=18.01 
Organisational 
citizenship 
behaviour 
(OCB) 
5.64 
(.51) 
5.41 
(.62) 
5.20 
(.66) 
5.47 
(.61) 
5.20 
(.59) F(4,152)=3.74 
Note. The data are means and the numbers in parentheses (in the body of table) are standard deviations.  
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empirical studies (Gellatly et al., 2006; Markovists et al., 2007; Meyer, Stanley, & 
Parfyonova, 2012; Somers, 2009, 2010; Stanley et al., 2009; Wasti, 2005).  
Study 2 empirically identified five CPs based on Meyer et al.’s (1990) three-
component measure of OC. The five profiles were similar to those identified in previous CP 
research except that two distinct moderate-level CPs were generated: these were termed AC-
high (with the “high” reflecting a higher level of AC than CC) and CC-NC-moderate 
(reflecting higher CC than AC). Overall, the pattern of CPs was slightly different to those 
found in Study 1. Of particular interest was that Study 2 identified a fully committed profile 
with high levels on all components, which was absent among the profile groups in Study 1. 
Also noteworthy was that the AC-high profile of Study 2 had only a moderate level of NC 
compared to the AC-NC-high profile of Study 1.  
The findings were broadly consistent with the results of previous CP research 
(Gellatly et al., 2006; Meyer, Stanley, & Parfyonova, 2012; Somers, 2009, 2010; Wasti, 
2005) in that work-related outcomes were, to an extent, predictable by an employee’s CP. In 
terms of TIN, the uncommitted group showed the highest TIN levels as expected, and the 
fully committed group the lowest. However, whereas the CC-high and CC-NC-moderate 
groups might have been expected to show higher levels of TIN than the AC-high, no 
significant differences were observed among these remaining three profiles. In addition, there 
was a noticeable consistency in levels of OCB across all profiles apart from the fully 
committed. No significant differences in OCB levels were calculated among the AC-high, 
CC-high, CC-NC-moderate, and uncommitted profiles. Employees with a CC-high profile in 
particular indicated an unexpectedly high level of discretionary effort at work. 
The findings are suggestive of factors other than the levels of individual components 
of commitment broadly influencing employees’ cognitive and affective reactions in the 
workplace. One possible explanation is that in the South Korean context, where societal and 
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normative pressures are strong, employees may reflect a broader collectivist culture in their 
value system and attitudes towards their work and colleagues (Fischer & Mansell, 2009; 
Triandis, 1995). In such a context, employees might naturally feel obligated to put 
discretionary effort into their work and maintain their commitment to colleagues. 
Alternatively, or in addition, as the sample in this study consisted of professional nurses, the 
nursing job itself (as distinct from the organisation) may have been a strong focus of 
employees’ commitment, with nurses motivated by professional values and an identification 
with the nurse’s role in caring for patients. It has been argued in the prior literature that 
employee commitment can develop toward multiple targets or foci of commitment including 
profession, team, supervisor, and so on (Becker & Billings, 1993; Meyer et al., 1993; Meyer 
et al., 2013). This might also be expected to lead to higher levels of OCB and lower levels of 
TIN in the sample for Study 2. 
In summary, while the quantitative results of this study contribute to a better 
understanding of OC by further clarifying how the three components may combine to 
generate distinct profiles of commitment relating to employees’ TIN and OCB, these results 
do not enable an examination of potential differences in the mindsets that may accompany 
each profile. Therefore, subsequent to the survey, semi-structured interviews were conducted 
to shed light on employee mindsets associated with different CPs. Once again, it is 
emphasised that “mindset”, being unobservable, requires qualitative analysis.  
Study 2 Qualitative Phase 
The objective of the semi-structured interviews was to investigate whether 
employees’ perceptions of obligation to their organisation varied depending on their CP, and 
whether the mindsets associated with these profiles demonstrated evidence of cultural values 
as context effect beyond or irrespective of relative levels of AC and CC, for example through 
shared common concerns of care and duty. The interviews conducted with a sub-sample of 21 
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Korean nurses who had participated in the quantitative phase of the study focused on 
obtaining a deeper understanding of the participants’ experiences and perceptions of 
obligation to their organisation. This section details the methodology employed, provides 
information on the study’s participants and procedures, and concludes with an analysis and 
interpretation of the participants’ perceptions of obligation to their organisation and the 
associated mindset apparent in the case of each CP.  
Method. 
Participants. 
The interview sample consisted of 21 female Korean nurses. The 13 registered nurses, 
three clinical nurses, and five clinical managers, ranging in age from 21–55 years, had an 
average employment tenure of four years and eight months. Table 22 gives demographic 
information for each participant. It also indicates the commitment profile type (1-5) for each 
participant is displayed in the far right-hand column of the table. The interviewees had 
previously indicated on the questionnaire, completed in the quantitative phase of the study, 
that they were willing participants in a follow-up interview. Before proceeding with 
interviews, all interviewees were informed that the study had the approval of the QUT Ethics 
Committee (ethical clearance number: 1100001104) and that their personal information 
would be treated confidentially and in accordance with QUT ethical standards. All 
interviewees were asked to sign an informed consent form (Appendix D). They agreed to the 
interview being audio-recorded for transcription purposes, and were advised of their right to 
withdraw from the interview at any time without consequences.  
Procedure. 
 Interviews were semi-structured and varied in duration between 45 min and 1 hr. The 
interview protocol consisted of a standard set of questions and followed the same procedure 
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Table 22 Demographics of Interview Participants for Study 2  
Demographics of Interview Participants for Study 2 
 
ID Age Occupation Duration of work Profiles 
Participant 1 42 Clinical Nurse Between 21 and 25 years 4 
Participant 2 54 Clinical Manager  Over 25 years       2 
Participant 3 39 Registered Nurse Between 11 and 15 years       5 
Participant 4 28 Registered Nurse Between 6 and 10 years       5  
Participant 5 42 Clinical Manager Between 16 and 20 years       4 
Participant 6 49 Clinical Manager Between 21 and 25 years       2 
Participant 7 31 Registered Nurse Between 6 and 10 years       1 
Participant 8 28 Registered Nurse Between 3 and 5 years       1 
Participant 9 42 Registered Nurse Between 16 and 20 years       3 
Participant 10 45 Clinical Nurse Between 16 and 20 years       3 
Participant 11 28 Registered Nurse Between 6 and 10 years       1 
Participant 12 51   Clinical Manager Over 25 years       4 
Participant 13 35 Registered Nurse Between 11 and 15 years       5 
Participant 14 55 Clinical Manager Over 25 years       1 
Participant 15 24 Registered Nurse 1 year       4 
Participant 16 27 Registered Nurse Between 3 and 5 years       5 
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Table 22rgani  
Demographics of Interview Participants for Study 2(continued) 
 
ID Age Occupation Duration of work Profiles 
Participant 17 30 Clinical Nurse Between 6 and 10 years 2 
Participant 18 26 Registered Nurse Between 3 and 5 years       5 
Participant 19 27 Registered Nurse Between 3 and 5 years       1 
Participant 20 32 Registered Nurse Between 3 and 5 years       1  
Participant 21 25 Registered Nurse Between 6 and 10 years       5 
 133 
as in Study 1, with the exception that the interviews were conducted in Korean and the 
interview transcripts translated into English prior to analysis (Beaton et al., 2000). Questions 
were once again kept open-ended to avoid bias in participants’ replies. Each interview 
consisted of five phases. First, participants were asked to describe their role and what aspects 
of their work experience they liked and disliked. Second, they were asked about their 
relationship with their organisation, the expectations they held toward their organisation, the 
expectations their organisation held toward them, and the extent to which these expectations 
had been met or not met and what the consequences of this were. Third, participants were 
asked to identify and comment on their perceived obligations toward their organisation. 
Fourth, participants were asked to describe the style of their supervisor’s leadership and to 
comment on how their supervisor’s leadership played a role in shaping their perception of the 
organisation. Finally, participants were asked about their intention to stay with the 
organisation (see Appendix H for the Korean interview questions). The recordings were first 
transcribed in Korean and then all comments were translated into English for analysis (see 
Appendix I).  
Qualitative Analysis.  
The same multi-stage thematic analysis approach that was used in Study 1 (following 
Braun & Clarke, 2006; see Chapter 4) was again applied in Study 2. The unit of analysis was 
a single complete thought. First, all applicable comments were reviewed with similar 
responses grouped together. As proposed by Miles and Huberman (1994), effort was placed 
on the identification of meaning, rather than examining individual word choices. When 
coding, similar responses were therefore iteratively grouped; groups of words were then 
aggregated to arrive at a coding scheme. Codes were then organised into specific themes. 
Following necessary adjustment of themes and their organisation to better reflect the results 
of initial analysis, coding was undertaken by a qualified independent rater.   
 134 
As in Study 1, agreement between raters was determined by use of Cohen’s kappa 
coefficient (Cohen, 1960). Agreement between the independent rater and the researcher was 
high at 93.85% (κ = .93, t = 5.95, p< .05). In cases of disagreement, reasons for different 
classifications were resolved by discussion. Once the final list of themes was completed and 
agreement was reached, another independent rater was asked to classify each of the 571 
comments into nine themes. Agreement between the independent rater and the earlier ratings 
was high at 96.00% (κ = .95, t = 1.15, p< .05). Again, cases of disagreement were resolved 
by discussion. By reviewing the qualitative data, all comments were categorised into nine 
themes of employees’ perceptions of obligation to their organisation. 
Results. 
The purpose of the qualitative phase of this study was to investigate the research 
questions exploring possible differences in how employees with different CPs describe their 
cognitive and affective reactions to their organisation, particularly in terms of relative levels 
of AC and CC, and also the impact of cultural values on employees’ perceptions of obligation 
across CPs. Twenty-one participants representing the five CP groups made a total of 571 
distinct comments.  
Thematic analysis of the data revealed nine distinct themes related to the employees’ 
perceptions of their workplace: these included the focus of the employees’ commitment and 
obligation, compliance with the employment contract, the psychological meaning and identity 
associated with the role, as well as role outcomes including employment conditions, benefits, 
job and pay satisfaction, and the respondents’ intention to stay with the organisation.  
Table 23 shows, for each theme, the number of participants who commented and the 
total number of comments, with sample comments provided. Further detail on the 571 
comments is then provided in Table 24, where the number of comments on each theme is 
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listed according to profile group. The three themes of foci of obligation, employment contract, 
and employment conditions accounted for almost 65% of all comments and were represented 
across all CP groups, with the exception that employment conditions were not referred to by 
the one individual who represented the CC-high profile group.  
The nine emergent themes were represented across most of the CP groups, with the 
exception of the CC-high group’s single respondent, who did not offer any comments related 
to organisational and region/area identity, tangible benefits, or employment conditions. 
Overall, the distribution of interview responses across CPs for each theme indicated less 
differentiation than expected in perceptions of obligation and cognitive and affective 
reactions to the organisation across CP groups; this was also apparent in the similar degree of 
emphasis that the members of each profile group placed on the themes (as evident in the 
number of times each theme was mentioned; Table 24). 
As discussed in Chapter 2, it was expected that the fully committed profile group 
would have mindsets which resulted in felt obligations characterised as a moral imperative 
(Gellatly et al., 2006; Meyer & Parfyonova, 2010). The term “moral imperative” describes 
the sense of obligation associated with a strong emotional attachment to the organisation and 
is proposed to occur in profiles in which AC and NC are high (Gellatly et al., 2006; Meyer & 
Parfyonova2010). The moral imperative obligations result in individuals striving to complete 
their tasks and being willing to do so, given their belief that it is the right thing to do (Gellatly 
et al., 2006). Employees who perceive this type of obligations are also expected to exert 
additional discretionary effort to achieve organisational objectives, beyond that which is 
specified in the terms of their employment contract (Gellatly et al., 2006). However, the 
evidence from the qualitative results shows that all participants, including those in the
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Table 23 Description of the Emergent Themes across Profile Groups 
Description of the Emergent Themes across Profile Groups 
Themes No. of  
participants 
No. of 
comments Sample comments 
Foci of obligation 20 76 “…I maintain a good relationship with my supervisors and their cooperation has resulted in my work 
going smoothly”. 
 “My sense of duty comes from my patients who depend on me.” 
 
Employment 
contract 
20 124 “…I think that my organisation expects that I look after the patients according to the medical 
manuals, comply with employee regulations, continually improve my working skill, put effort into 
customer satisfaction and to not waste necessary goods.” 
“They expect me to identify the problems my patients have and treat them accordingly as efficiently as 
possible so that they can increase their profit.” 
 
Role meaningfulness 17 55 “I feel rewarded when I see my patients’ condition improving....” 
“I feel motivated when I know those patients go home in the community and tell other people how 
wonderful my care and my hospital are....” 
 
Organisational 
identity 
12 27 “…our hospital is the world’s best medical institution”. 
“When I think of my organisation, I would say that this is where I belong.” 
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Region/area identity 5 11 “…I grew up here and naturally it’s my home ground. Of course, having a job here and being in my 
hometown makes me comfortable.” 
 
Tangible benefits 15 26 “My parents have ill health but they enjoy discounts from my hospital because I work there.” 
 
Intention to stay 16 33 “It is much better to stay longer than change working place for a good working experience.”  
Employment 
conditions 
18 160 “I think we have excessive workload and they should hire more people.” 
“…we need a proper rest area for nurses…so we can sit down read, eat and listen to music” 
 “Improving staff welfare is most important…” 
 
Job/pay satisfaction 16 59 “About 70% of my experiences are as satisfied as I expected.” 
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Table 24 The Number of Comments Associated with the nine Themes across Five Commitment Profiles  
The Number of Comments Associated with the nine Themes across Five Commitment Profiles 
Themes 
Fully 
committed 
(n=4) 
AC-high 
(n=8) 
Uncommitted 
(n=5) 
CC-high 
 (n=1) 
CC-
moderate 
(n=3) 
Foci of commitment  25 22 23 3 3 
Employment 
contract 26 51 30 2 15 
Role meaningfulness 10 18 15 9 3 
Organisational 
identity 3 17 3 0 4 
Regional area 
identity 7 3 1 0 0 
Tangible benefits 3 12 6 0 5 
Intention to stay 4 14 8 1 6 
Employment 
conditions 32 58 42 0 28 
Job/pay satisfaction 16 24 12 3 4 
Total number of 
comments 126 219 140 18 68 
 
uncommitted, CC-high, and CC-NC-moderate profile groups reported obligations in terms of 
a moral imperative in their work, suggesting that some sense of obligation was functioning 
relatively independently of the effect of component levels in the various profile groups. For 
example, when referring to different foci of obligation, whether the focus was patients, co-
workers or supervisors, respondents stressed their desire to reciprocate with extra 
discretionary effort, as reflected in the following quotes: 
“We have informal discussions because it helps us to understand our responsibilities 
to each other and helps us to respect each other too.” “I would come to work even on 
public holidays just because they ask me.”(Participant 5 of fully committed profile 
group) 
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“I feel connected with my colleagues; even though I do not have to help them out, I 
just do because I am a good colleague.” (Participant 9 of CC-NC-high profile group) 
“I am a born nurse. I feel compassionate and caring toward sick people.” 
(Participant 10 of AC-high profile group) 
“My nature of obligation to organization is still based on my passion and a sense of 
duty. I am also happy to help my organisation to achieve the organizational 
goals.”(Participant 7 of uncommitted profile group) 
“I try to come to work earlier that anybody else and I also try to volunteer to do any 
other non essential duties as well.”(Participant 4 of CC-high profile group) 
Although the quantitative results indicated that the participants in the uncommitted 
profile group were not committed to their organisation, employees in this group still reported 
felt obligations stemming from a sense of moral imperative. This is particularly interesting 
because employees characterised by an uncommitted profile are expected to reflect limited 
obligations (Gellatly et al., 2006; Meyer & Parfyonova, 2010). This finding is suggestive of 
factors beyond an employee’s CP impacting on an employee’s perception of obligation in the 
workplace.  
In Chapter 2, the possibility was raised that cultural values may constitute a context 
effect whose impact on NC is such that NC can operate with a degree of independence from 
AC and CC. This raises the possibility of a certain level of uniformity in felt obligations 
resulting across CPs in contexts where cultural values have a stronger influence than CPs. 
Employee obligations in the current study also appear to have been heavily influenced by 
commitment to their profession, as distinct from the organisation. The idea of multiple 
possible foci of commitment has been raised previously (Becker & Billings, 1993, Meyer, 
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Stanley, & Parfyonova, 2012; Meyer et al., 2013). Thus an additional focus emerged in Study 
2 interviews, that is, the notion of professional values and the strong sense of obligation 
nurses felt towards their profession (Fahrenwald et al., 2005; Powell & Meyer, 2004; Wasti, 
2003a, 2003b; Weis & Schank, 1997, 2000).  
In light of this new area for exploration, a coding scheme was again utilised to 
conduct a further review of the qualitative data with a focus on professional values. The same 
571 comments were reviewed and the resulting themes assigned titles that represented the 
meaning reflected in their comments. Four sub-themes of professional values were identified: 
altruism, integrity, human dignity, and autonomy. These themes are consistent with literature 
in the area of nursing professional values (Fahrenwald et al., 2005; Glen, 1999; Weis & 
Schank, 1997, 2000). There were 128 comments in total that related to professional values. 
Table 25 indicates, for each theme, the number of participants who commented and the total 
number of comments. The profile type for each participant is displayed in the far right-hand 
column of the table. Finally, Table 26 focuses on CP groups, showing that the four themes 
were raised fairly consistently across all five groups. The emergence of these values is 
indicative of an additional context effect associated with the nursing discipline. The 
following section will discuss these unexpected findings and investigate the differences in the 
relationship between CPs and perceived obligations identified between Study 1 and Study 2. 
Professional Nursing Values 
A total of 128 comments were identified as relating to themes consistent with 
professional nursing values. As with Study 1, agreement between raters was assessed 
usingCohen’s kappa coefficient, as this is a useful measure of interrater agreement when the 
same two judges rate each object (Cohen, 1960). Agreement between the independent rater 
and the researcher was high at 88.24% (κ = .83, t = 21.86, p < .05). In cases where the two 
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Table 25 Results of the thematic Analysis of Comments related to Professional Nursing Values and Identity 
 Results of the thematic Analysis of Comments Related to Professional Nursing Values and Identity 
Themes 
No. of 
participants 
who 
commented 
Total no. of 
comments Sample comments 
Integrity    
“Acting in accordance with 
an appropriate code of 
ethics and accepted 
standards of practice” 
20 67 “…strict principles and rules should be maintained.”  
“Commitment to my patients and maintaining my professional 
standards”. 
 
Altruism 
   
“A concern for the welfare 
and well-being of others” 
19 39 “I feel rewarded when I see my patients’ conditions improving ...”. 
 
Human dignity 
   
“Having respect for the 
inherent worth and 
uniqueness of individuals 
and populations” 
11 17 “I explain with big smile to my patients what is going on and what kind 
of medical treatment”.  
“I think I am a born nurse. I feel compassionate and caring towards 
sick people”. 
Autonomy    
“The right to self-
determination” 
5 5 “I don’t simply follow without question. I’d rather liaise with relevant 
stakeholders throughout the hospital to achieve an outcome”. 
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raters disagreed, reasons for classification were discussed, and the raters came to an 
agreement regarding how to most accurately categorise the comment (e.g., by classifying it 
under another theme or by creating a new guideline for classification). Once the final list of 
themes was completed and agreement was reached, another independent rater was asked to 
classify each of the 128 comments into one of the four themes. Agreement between the 
independent rater and the earlier ratings was high at 96.96% (κ = .95, t = 1.73. p < .05). 
Again, cases of disagreement were resolved by discussion. On the basis of the review 
of the qualitative data, all comments were categorised into four themes showing a connection 
between employees’ perception of obligations at work and their professional values as nurses. 
Table 26 Results of the thematic Analysis across Commitment Profiles for Professional Nursing Values 
Results of the Thematic Analysis across Commitment Profiles for Professional Nursing 
Values 
Profiles 
No. of 
comments on 
altruism 
No. of 
comments 
on integrity 
No. of 
comments on 
dignity 
No. of 
comments on 
autonomy 
Fully committed 
(n = 4) 
 
8 16 6 0 
High-moderate 
(n = 8) 
 
10 30 3 4 
Uncommitted 
(n = 5) 
 
13 12 5 1 
CC-high 
(n = 1) 
 
5 1 0 0 
CC-NC-moderate 
(n = 3) 3 8 3 0  
Professional values. 
The findings are supported by previous research in which a strong sense of 
professional values could be seen to impact on employees’ sense of obligation to their 
organisation (Fahrenwald et al., 2005; Glen, 1999; Weis & Schank, 1997; 2000). Professional 
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values are defined as “standards for action that are accepted by the practitioner and/or 
professional group and provide a framework for evaluating beliefs and attitudes that influence 
behaviours” (Weis & Schank, 1997, p. 366). The following section will provide a theoretical 
rationale and explanations to support the findings.  
Sense of integrity. The most frequently mentioned value that interviewees spoke about 
was a sense of integrity. Twenty participants made a total of 68 comments on their sense of 
integrity. Employee integrity refers to “the feeling of obligation to act in accordance with an 
appropriate code of ethics and accepted standards of practice” (AACN, 1998, p. 8). In 
professional practice, a nurse has a role to maintain quality care toward patients that obliges 
him or her to be honest and efficient and to strive to do his or her best in accordance with the 
accepted standard of professional nursing practice. In order to maintain this quality of care 
and to reduce medical mistakes, nurses are often required to participate in peer review 
workshops and ethics committees that reinforce their obligation to quality improvement 
initiatives in terms of integrity (ANA, 2001; Fahrenwald et al., 2005; Shaw & Degazon, 
2008). The fundamental aspect of professional integrity is accountability for one’s own 
actions. Accountability empowers the nurses to achieve personal goals of care for patients 
who in turn give the nurses a sense of pride and self-respect in their work (Fahrenwald et al., 
2005; Shaw & Degazon, 2008). The following statement from participants elaborates on the 
notion of an employee’s sense of integrity:   
“It is natural and inevitable I comply with standards of practices because it is related 
to patients’ safety.” 
Sense of altruism.  An employee’s sense of altruism was the second theme of 
professional values articulated most frequently by the nurses in the current study. Employee 
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altruism refers to “the concern for the welfare and well-being of others” (AACN, 1998, p. 8). 
The following quotation demonstrates this notion of an employee’s sense of altruism at work:  
“I feel rewarded when I see my patients’ condition improving…” 
The very nature of nursing is altruistic, as the nurse deals directly with people who 
require welfare and medical care. Thus, altruism is a primary motivation for individuals 
entering the nursing profession. It is no surprise, therefore, to discover studies affirming that 
nurses display altruistic motives which fundamentally stem from the nurse’s expression of 
concern for patients (Fahrenwald et al., 2005; Gormley, 1996; Shaw & Degazon, 2008). On 
this basis, a nurse is “committed to promoting the health, welfare and safety of all people” 
(ANA, 2001). In practice, nurses help patients to recover and, in doing so, gain satisfaction 
from seeing patients return to good health (Fahrenwald et al., 2005; Gormley, 1996; Shaw & 
Degazon, 2008). In these ways the characteristics of the nursing profession are clearly 
consistent with a sense of altruism. 
Sense of human dignity. Aspects of human dignity underpinned the third theme of 
professional values. Eleven participants made a total of 17 comments on their sense of 
dignity. A sense of human dignity refers to “the feeling of moral obligation to respect the 
inherent worth and uniqueness of individuals and populations” (AACN, 1998, p. 8). The 
following two statements demonstrate the notion of employees’ sense of human dignity:  
“In the meeting, we have informal discussions because it helps us to understand our 
patients so that we provide our service in a proper way.”   
“I explain with a big smile to patients what is going on and what kind of medical 
treatment they are receiving.”  
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The American Nursing Association (ANA, 2001) stated that nurses are obligated to 
give dignity and respect to their patients and colleagues, whatever the patient’s social 
standing, religious convictions, or known behaviour. In short, the nurse is obligated to 
support and serve the dignity of human life. For this reason, those who undertake a career in 
nursing also develop a high level of respect for human life. Studies have supported the link 
between the nursing practice and professional behaviour, stating that human dignity plays an 
important role in the nurse’s behaviour with respect to diminishing issues of prejudice, 
judgement, and competition among colleagues (Fahrenwald et al., 2005; Shaw & Degazon, 
2008). Thus, a nurse is obliged to maintain a compassionate and caring relationship with 
colleagues and patients, with commitment to the fair treatment of individuals, and to overlook 
personal issues of prejudice.  
A sense of autonomy. The employee’s sense of autonomy was the fourth theme of 
professional values identified, with five participants making a total of five comments in this 
area. The following two quotations demonstrate the notion of the employee’s sense of 
autonomy:  
“I don’t simply follow orders without question.” 
“I’d rather liaise with relevant stakeholders throughout the hospital to achieve an 
outcome.” 
Autonomy is defined as “the right to self-determination” (AACN, 1998, p. 8). With 
regard to professional nursing, this value can be associated with both the patient’s autonomy 
and the nurse’s autonomy. A nurse is obliged to disclose accurate information to patients and 
to interpret health information for the patient, so that the patient can autonomously make 
informed decisions (AACN, 1998). However, the nurse also has an obligation to act 
autonomously to improve the welfare of the patient. Since the greater moral obligation of the 
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nursing profession is to supply medical help, a nurse is obligated to offer proficient care to 
protect patients from unsafe practices (Fahrenwald et al., 2005; Shaw & Degazon, 2008). As 
a professional career, the nurse is obligated to refrain from action that harms a patient and to 
persist in action that helps a patient. 
Differences in values across commitment profiles. The data suggests that there are 
potential differences in which professional values participants mentioned based on their 
commitment profiles. Participants with an uncommitted profile mentioned altruism and 
dignity based values comparatively at similar levels than participants in other profiles but 
comparatively made fewer comments associated with integrity. This is a noteworthy finding 
which requires further investigation in future research. A potential explanation may be that 
integrity based behaviours are focused at both patients and the hospital due to its association 
with behaving in accordance with standard practice. If these practices are seen to be focused 
on the organisation and not necessarily the patients an uncommitted nurse may be less willing 
to engage in them. This restriction of the extent of nurses’ professional values to patient care 
and not to organisational efficiency procedures is consistent with a more restricted 
psychological contract found with the participants in the uncommitted profile in study 1. 
However, this interaction between commitment profiles and professional values requires 
further investigation. 
In summary, the aim of the second phase of Study 2 was to investigate the mindsets 
associated with CPs in relation to employees’ perceptions of obligation to their organisation. 
More specifically, on the basis of the five CPs in the first phase of Study 2, the second phase 
of Study 2 investigated the cultural (social environmental) context effect on employees’ 
perceptions of obligation to their organisation, as it pertained to their CP. In the process, 
another potential context effect emerged from respondents’ comments, relating to 
professional nursing identity. Employee obligations in this sample were clearly influenced by 
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foci of commitment, particularly that of profession (Becker & Billings, 1993, Meyer, Stanley, 
& Parfyonova, 2012; Meyer et al., 2013). On the whole, it can be argued that employees’ 
perceptions of obligation to their organisation in Study 2 were influenced by the context, 
where that context consisted of both cultural values related to obligation in a collectivist 
society, and a strong sense of professional values and identity. The collectivist cultural 
context appeared to interact with employees’ professional values to strengthen the impact of 
those values. Thus, the following section will discuss how both the cultural context and 
professional values are related to employees’ perceptions of obligation to their organisation in 
the nursing profession.   
Discussion 
Research adopting a person-centred approach, using CPs to examine how the various 
forms of commitment combine and interact to influence behaviour, is still in its infancy 
(Meyer et al., 2013). CP research, stimulated by the propositions of Meyer and Herscovitch 
(2001), has yet to be informed by empirical investigations that describe or explain the 
mindsets hypothesised to characterise each profile and inform employee behaviour. Instead, 
the existence of different mindsets has only been inferred and based on reported differences 
in observed or self-reported employee behaviour (Meyer & Perfyonova, 2010).  
Wasti and Onder (2009) argued that in cultures with strong societal ties and values, 
organisational practices tend to develop strong societal cultures that influence employees’ 
perceptions of appropriate practices. Societal cultures reflect norms and expectations about 
employee behaviours and attitudes (Bergman, 2006; O’Reilly & Chatman, 1996; Rousseau, 
1990). The results of the interviews with nursing employees in an environment characterised 
by a strong sense of shared social duty and obligations showed evidence of a mindset 
characterised by moral imperative, leading employees to behave in a certain way. An 
employee experiencing a sense of moral imperative has a desire to pursue actions that benefit 
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the organisation, because “it is the right or moral thing to do” (Meyer & Perfyonova, 2010, p. 
295). Hence, it is argued that employees are obliged to endorse both a higher degree of social 
interaction and a stronger pressure to conform to the organisation and prioritise the needs of 
others. In line with Wasti and Onder’s (2009) theoretical argument, the interview findings 
show that employees in this context feel a strong pressure to fulfil their obligations at work 
irrespective of the patterns of their CPs. 
In these circumstances, the nature of NC and its relationship with organisational 
behaviour may not be as dependent on the relative levels of AC and CC. It is plausible to 
suggest that the influence of collectivist cultural norms and values on employees in Study 2 
constituted a stronger context effect than the relative levels of AC and CC within a CP. This 
cultural context ultimately resulted in obligations being experienced as moral imperative, 
irrespective of the levels of AC and CC. Accordingly, NC may not have a dual nature in such 
a context, since any substantial effect of AC and CC on the nature of NC is overridden by the 
effect of the social obligations inherent in collectivist cultural values. With employees’ 
profession as nurses also featuring strongly in comments relating to perceptions of obligation 
and representing a significant focus of commitment through felt obligations to patients, 
supervisors, and colleagues, it was apparent that the socio-cultural obligations in this context 
only strengthened the impact of nurses’ professional values, giving employees in this sample 
an almost uniform sense of obligation as I discuss further below.  
The qualitative approach in Study 2 elicited the finding that the nursing profession 
may have produced another context effect that influenced employees’ behaviour and mindset 
(Boudain, 2000; Fahrenwald et al., 2005; Shaw & Dfgazon, 2008). The results suggest that 
nurses commit themselves not only to an organisation, but also to the nursing profession, with 
the respondents in this study demonstrating a strong sense of professional values in relation to 
their perceived nursing obligations.  
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Research into the role of nurse’s professional values has demonstrated that nurses’ 
behaviour is guided by values that help them make sense of their work (Blais et al., 2006, 
Chitty, 2005; Fahrenwald et al., 2005; Glen, 1999; Weis & Schank, 1997, 2000). Professional 
values are defined as “standards for action that are accepted by the practitioner and/or 
professional group, and provide a framework for evaluating beliefs and attitudes that 
influence behaviours” (Weis & Schank, 1997, p. 366). The American Association of Colleges 
of Nursing (AACN) has proposed an ethical code reflecting relevant nursing values and 
behaviours (Fahrenwald et al., 2005; Schank & Weis, 1987; Weis, Schank, Eddy & Elfrink, 
1993; Weis & Schank, 1997). The documented AACN professional values are human 
dignity, integrity, autonomy, altruism and social justice (Boudain, 2000; Fahrenwald et al., 
2005; Shaw & Dfgazon, 2008).   
The current study has identified that the nurses’ commitment to their organisations 
was strongly influenced by their professional values as well as their cultural context. Flynn 
and Aiken (2002) suggest that professional values are important to guide the role of a nurse’s 
practice in caring for patients. Thus, it can be argued that professional values also played a 
major role in the obligation of Korean nurses to care for patients within their organisation.   
Several studies have investigated nurse professional values at both national and 
international levels (Schank & Weis, 1989; Weis, et al., 1993; Weis & Schank, 1997, 2000) 
and support the hypothesis that the code of ethics for nurse practice, when caring for patients, 
is the cornerstone of professional nursing values. Moreover, Weis and Schank (1997) 
conducted a comparative study to investigate the similarity of professional values between 
educators and nursing students in the USA and the UK, finding that in both countries students 
recognised the same significance of professional values as set out in the American Nursing 
Association (ANA) code for nurses.  
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Codes of ethics and scope of practice are foundational concepts taught in nursing 
curricula across the world. However, there is very little literature about the impact of cultural 
context on nursing practice. In one study, Flynn and Aiken (2002) found that nurses from 
different cultural backgrounds displayed no statistically significant difference in their nursing 
practices. This indicates that in spite of the cultural difference among nurses, professional 
values still exert the primary influence over nurses’ practice regarding care of their patients.  
More recently, Bang et al. (2011) examined a cohort of baccalaureate nursing students 
in South Korea to investigate whether there were significant differences regarding their 
perceptions of nursing professional values. The study used an instrument to measure Nursing 
Professional Values (NPV) and compared nursing professional value scores based on 
participants’ demographic characteristics (e.g., gender, region, and academic year). The 
overall result of this study showed that there were no statistically significant differences 
between sophomores and seniors. Consequently, this study also argued that professional 
values exist among South Korean nursing professionals that lead to associated nursing 
practices. 
A review of research into the professional values of nurses (Boudain, 2000; 
Farebwald et al., 2005; Flynn & Aiken, 2002; Shaw & Dfgazon, 2008; Silva, 1984; Weis & 
Schank, 1997; 2000; 2002) revealed that professional values heavily impact on a nurse’s 
behaviours. Given the close link between perceptions of obligation and behaviour, it seems 
likely that professional values have this influence through their impact on the nature of 
nurses’ felt obligations to their organisation. These findings on the importance of professional 
values are in line with commitment research on multiple foci, which has noted that 
employees can be committed to their organisation, occupation, managers, and co-workers 
(Becker & Billing, 1993; Chen, Tsui & Farh, 2002; McAulay, Zeitz, & Blau, 2006; Meyer et 
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al., 1993; Swailes, 2004; Vandenberghe et al., 2005; Vandenberghe, 2009; Wasti & Can, 
2008).  
Several researchers have argued that employees who are committed to their 
occupations are less likely to change their occupations, and are apt to involve themselves in 
occupation-relevant activities more than employees who are less committed (Cohen, 2007; 
Meyer et al., 1993; Stinglhamber, Bentein, & Vandenberghe, 2002). In other words, 
employee discretionary behaviour may be more dependent on career and occupational 
commitment than on OC. This raises the possibility of the need to understand not only CPs, 
but also the various foci of commitment.  
In summary, the results of Study 2 demonstrate that under the influence of certain 
cultural values, the nature of profiles can predetermine a mindset irrespective of the CPs that 
emerges. In turn, employees will express a low level of TIN and a high level of OCB, 
regardless of the patterns of CPs. Further, this study provided evidence for an additional 
context effect in the form of professional values that also impacted on nurses’ perceived 
obligations and ensuing behaviour. As argued earlier in this section, the collectivist cultural 
context interacted with the employees’ professional values to strengthen the impact of those 
values. The effect of professional values provided an additional explanation for how moral 
obligations arise. The nurse has a moral obligation to patients within the organisation, 
primarily because the nurse occupies an essential caring role. The results of the interviews 
indicate that the nurses’ perceptions of their obligation did not necessarily relate to the 
organisation per se, but to multiple foci of commitment in the performance of their 
professional role. This study has thus provided additional insight into the nature of profiles 
and professional values in workplace commitment.
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CHAPTER SIX: DISCUSSION AND CONCLUSION  
Introduction 
This thesis had three primary research objectives. The first was to identify the 
organisational CPs. The second was to clarify qualitative differences in employee mindsets 
associated with different CPs in relation to employees’ perceptions of obligation to their 
organisation (Gellatly et al., 2006; Meyer & Parfyonova, 2010). The third objective was to 
investigate whether cultural and professional values created an additional context effect that 
might be relevant to the nature of profiles (Bergman, 2006; Meyer & Parfyonova, 2010; 
Meyer et al., 2013; Wasti & Onder, 2009). The theoretical basis for this study was derived 
from the work of Allen and Meyer (1990), who argued that an employee can experience each 
component of OC simultaneously. Meyer and Herscovitch (2001) further stated that the 
varying levels of the three components contribute to distinct CPs, reflecting the relative 
strengths of AC, CC, and NC. The various combinations of the three components are 
proposed to generate “qualitatively different mindsets that have important implications for 
employee work-related behaviours” (Meyer & Parfyonova, 2010, p. 287). To date, limited 
research has examined the mindsets associated with different CPs (Gellatly et al., 2006; 
Herscovitch & Meyer, 2002; Meyer, Stanley, & Parfyonova, 2012; Somers, 2009, 2010; 
Wasti, 2005).  
Thus, an area of research where the CP approach may yet offer new insights is the 
investigation of the qualitative nature of CPs. The assertion that different CPs creates distinct 
mindsets that generate different cognitive and affective reactions remains untested. There is a 
lacuna of empirical research in the form of an examination of employees’ mindsets associated 
with CPs, despite a growing acknowledgement that such mindsets should be qualitatively 
different (Herscovitch & Meyer, 2002; Meyer & Parfyonova, 2010; Meyer et al., 2013). The 
current study therefore investigated the nature of profiles, with a particular focus on 
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qualitative differences among employee mindsets, to ascertain how differences in the nature 
of obligation experienced might impact on outcomes as measured by TIN and OCB.  
While it can be argued that the nature of NC is dependent on the relative levels of AC 
and CC, there is evidence that other factors, such as cultural or professional values, may 
create an additional context effect (Bergman, 2006; Fischer & Mansell, 2009; Meyer & 
Parfyonova, 2010; Meyer et al., 2013; Wasti, 2005). The current thesis has extended research 
on OC by investigating the nature of NC and whether cultural and professional values 
generate a context effect for how employees’ obligations to their organisation are 
experienced.  
This final chapter summarises the major findings and contributions of the thesis. The 
findings of the two studies are reviewed and integrated, demonstrating how they addressed 
the research objectives of the thesis. First, the quantitative findings on CPs and outcome 
variables are summarised. Second, the qualitative differences between mindsets are 
discussed. Third, findings on cultural and professional values as a context effect for how 
commitment is experienced within CPs are reviewed. Fourth, the theoretical contributions of 
the thesis are noted. Fifth, the practical implications of the findings are summarised. Sixth, 
the limitations of the thesis and directions for future research are identified. Finally, the 
overall conclusions of the thesis are stated.  
Discussion of Quantitative Results for Australian and South Korean Data Sets 
This section is concerned with the results of Phase 1 of each of the two studies 
(reported in Chapters 4 and 5 respectively). The first research objective of the thesis was to 
identify distinct patterns of CPs and their relationships with TIN and OCB. By means of 
cluster analysis, five distinct profile groupings were identified in each study. As might be 
expected, the numbers of participants represented in these five broad profiles were different. 
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The profile groups differed significantly in terms of how the unique combination of 
commitment components in each was associated with TIN and OCB. The naming, or 
description, of each CP was not arbitrary: the specification of each was based on the 
numerical values of component AC, NC, and CC as well as previous research findings.  
As expected, it was found that OCB was highest and TIN lowest when AC and NC 
were high. These findings supported Hypothesis 1 (Gellatly et al., 2006; Meyer & 
Parfyonova, 2010; Meyer, Stanley, & Parfyonova, 2012). However, the empirical results only 
partially supported Hypothesis 2 in regard to the CC-high profile. I have argued in this thesis 
that the mindset associated with a CC-high profile is related to the need to avoid economic 
loss (e.g., loss of employment) or the loss of other “side bets”. The CC-high group showed 
the expected pattern of slightly higher TIN than the AC-NC-high and fully committed groups 
and lower levels of OCB. However, the differences compared with the other profile groups 
were not consistent with expectations. In both studies, CPs featuring high CC had lower TIN 
than the uncommitted group, but no significant differences in TIN to the moderate-level 
groups. For OCB, the pattern of results differed across Studies 1 and 2, but in neither case 
were they consistent with Hypothesis 2. In Study 1, the CC-high group had higher levels of 
OCB than the AC-moderate and uncommitted groups, while in Study 2 the differences were 
not statistically significant. The findings are summarised in Table 27.  
A potential explanation for the result in Study 1 is that while the level of TIN was 
similar for the CC-high and the two moderate groups, the underlying motivational binding 
force was different for each. That is, generally speaking, the CC-high employees stay because 
they have to; the CC-NC-moderate group (AC low, CC and NC moderate) stay because they 
have to and ought to, while the AC-moderate (AC moderate, CC low, and NC moderate) 
group stay because they want to (this profile had the second highest level of AC). The 
 155 
qualitative interviews provided some support for this explanation: Evidence in Study 2 of a 
strong influence of cultural values may account for these results. Several researchers (Fischer  
Table 27 Overview of Commitment Profiles Hypotheses 
Overview of Commitment Profiles Hypotheses 
Hypothesis Study 1 Study 2 
Hypothesis 1:  Profile groups with moderate to strong NC 
in combination with strong AC (e.g., 
AC/NC-dominant and fully committed) will 
be characterised by a moral imperative 
mindset and will have lower levels of TIN 
and higher levels of OCB than profile 
groups with moderate to strong NC but 
weak AC (e.g., NC-dominant, CC/NC-
dominant). 
  
  
Hypothesis 2:  Profile groups with moderate to strong NC 
in combination with relatively strong CC 
compared to AC (e.g., CC/NC dominant) 
will be characterised by an indebted 
obligation mindset and will have higher 
levels of TIN and lower levels of OCB than 
profile groups with strong AC, but lower 
levels of TIN and higher levels of OCB than 
profile groups with low levels of NC and 
AC (e.g., CC-dominant, uncommitted). 
 
* * 
* Partially supported 
 & Mansell, 2009; Meyer & Parfyonova, 2010; Wasti & Onder, 2009) have suggested that in 
collectivistic cultures, employees will experience NC as a moral imperative irrespective of 
the pattern of CPs. There was some support for this proposition in the qualitative data, where 
participants in the uncommitted, CC-high, and AC-high profile groups provided responses in 
their interviews which were consistent with a sense of a moral imperative rather than the 
hypothesised indebted obligation. 
Discussion of Qualitatively Different Mindsets Associated with Commitment Profiles for 
Australian and South Korean Data Sets  
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This section is concerned with the results of Phase 2 of each of the two studies. 
Despite an expanding body of research on CPs, the existence of qualitative differences in the 
mindsets associated with the profiles has only been inferred from the patterns of results from 
survey studies of behavioural intentions. For example, Meyer and Parfyonova (2012) noted 
that “the unique combinations of AC, CC, and NC appear to produce qualitatively different 
mindsets that have important implications for behaviour” (p. 287). In the prior literature, the 
existence of these mindsets has been inferred from responses to survey questions on 
behavioural intentions. A major contribution of the current thesis is the use of a mixed-
method approach to examine whether there are qualitative differences in mindsets associated 
with CPs.  
The findings of Study 1 provided evidence for such differences. The findings for the 
AC-NC-high profile alone were consistent with the existence of a context effect, suggesting 
that such an effect is limited to high-NC profiles as originally conceived by Gellatly et al. 
(2006). Obligations were evidently experienced as either a moral imperative or an indebted 
obligation depending on the relative levels of AC and CC. Findings for other profile groups 
suggest the need for further theory development beyond the mindset associated with the AC-
NC-high profile. The qualitative differences among the CPs indicated that the interaction of 
the commitment components is more complex than current CP propositions suggest.  
The AC-NC-high profile group had a mindset consistent with the previously proposed 
moral imperative mindset (Gellatly et al., 2006; Meyer & Parfyonova, 2010). Central to this 
mindset were high levels of POS and the fulfilment of a value-infused ideological 
psychological contract. Participants described a strong desire to reciprocate towards their 
organisation due to the level of support, autonomy, and all-round positive work environment 
they experienced. This result was in line with Gellatly et al.’s (2006) theoretical argument 
that the nature of NC can differ according to the relative levels of AC and CC within a profile.  
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As stated, the findings for other CP groups suggest the need for further theory 
development beyond the mindsets associated with AC-NC-high profiles. For example, the 
AC-moderate profile group described their relationship in terms of a relational psychological 
contract, as did the AC-NC-high group. But there was a potentially important difference 
between these two groups in that the AC-moderate group showed lower levels of value 
alignment and an absence of any value-infused ideology in their psychological contract. 
Additionally, the CC-NC-moderate group reflected a purely transactional psychological 
contract, with employees restricting their OC to the explicit terms of their employment 
contract and engaging in behaviours that met only the minimum required to avoid costs and 
maintain face. Yet the CC-NC-moderate group differed from the CC-high group in terms of a 
level of commitment that was not present in the latter. In addition, with regard to the results 
for uncommitted groups, a psychological contract violation was the cause cited by all 
participants for low levels of commitment.  
Overall, the findings of Study 1 suggest that there are strong links between CPs and 
psychological contracts. This is consistent with various studies on psychological contract and 
OC (e.g., Rousseau, 1998; Meyer & Herscovitch, 2001; Meyer & Parfyonova, 2010) that 
have argued there is a strong theoretical linkage between employees’ perceptions of their 
psychological contract and NC to their organisations. More recently, Meyer and Parfyonova 
(2010) argued that the way NC is experienced will depend on the nature of the employee’s 
psychological contract. The present results also lend weight to McInnis et al.’s (2009) 
suggestion that it is worthwhile to determine “what forms of obligation psychological 
contracts instil and what implications the differences might have” (p. 177). In addition, the 
findings show that when employees experience a psychological contract violation, their 
commitment will decrease (Conway et al., 2011). Thus, taking a profile approach, research on 
OC reveals a strong link between CPs and various types of psychological contract.  
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Another strong theme in Study 1 was the complex manner in which multiple 
commitment foci interact in all CPs. Employees noted that they felt commitment to a variety 
of foci within the organisation, such as co-workers, supervisor, and students or clients, 
irrespective of their CP. However, the alignment between commitment to these various foci 
differed among CPs. In the AC-NC-high profile, commitment to the organisation and other 
foci were in alignment; in the AC-moderate group there was compatibility, but the 
participants’ emphasis was on their commitment to foci other than the organisation; in the 
CC-high group there was no emphasis on any particular foci but neither any incompatibility; 
and finally in the uncommitted group there was clear incongruence. In general, the findings 
suggest that substantial insights are to be gained in broadening the focus of commitment 
research beyond organisational commitment alone to encompass multiple commitment foci.   
Context Effects Irrespective of the Pattern of CPs 
The third research objective of this thesis was to investigate whether employees’ 
mindsets associated with distinct profiles were consistent across contexts, such as in respect 
of cultural values (Bergman, 2006; Meyer & Parfyonova, 2010; Wasti & Onder, 2009). A 
number of authors have theorised that in collectivist cultures, national culture plays a 
significant role in shaping the form of NC (Fischer & Mansell, 2009; Ko et al., 1997; Lee et 
al., 2001; Lee & Yang, 2005; Meyer, Stanley, & Jackson et al., 2012; Meyer et al., 2002, 
Wasti, 1999, 2005). With strong societal ties and normative pressures determining behaviour, 
it may be argued that a context of strong cultural values generates a context effect associated 
with NC that influences employee mindsets. The findings of Study 2 suggest that a dual 
nature of NC is not as prominent in such a culture, with employees describing their 
obligations in terms of a moral imperative irrespective of the pattern of CPs.  
The findings suggest that in the second sample in particular, employees’ obligations 
were strongly affected by social obligations. In Study 2, Korean nurses mainly felt 
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obligations as a moral imperative that was strongly shaped by their professional obligations. 
Irrespective of their CPs, the Korean nurses all described their obligations in terms of a moral 
imperative. They believed that the way they expressed their obligation to their organisation 
was to look after their patients and comply with the regulations related to their job.  
There are a number of theoretical arguments that may explain why cultural values 
created a context effect for how NC was experienced irrespective of the pattern of CPs. 
Triandis (1995) argued that in collectivist cultures, personal interests are based on the 
interests of the group, where social behaviour is regulated by norms, duties, and obligations. 
If employees are more likely to consider the interests of the group when making decisions 
(Triandis, 1995), this may impact on the type of obligations they experience. In a collectivist 
culture, the sense of an employee’s obligation may be more dependent on interrelationships 
and the mutual obligations that stem from relatively strong societal norms and duties than in 
an individualist culture (Bergman, 2006, Fischer & Mansell, 2009; Triandis, 1995; Wasti, 
2003a, 2003b, 2005, Wasti & Onder, 2009).  
The Korean nurses’ felt obligations were also clearly influenced by their professional 
values, consistent with prior research (Becker & Billings, 1993; Meyer et al., 2013; Wasti & 
Can, 2008). This study suggests that employees’ professional identity may provide another 
context effect for how employee’s NC is experienced. Thus, factors (e.g., collectivist culture 
and professional values) other than the relative levels of AC and CC may generate a context 
effect for the way OC is experienced.  
Implications for Theory 
This research makes five major contributions to our understanding of CPs. First, the 
findings of qualitative differences in mindsets between CPs extend and provide support for 
recent CP propositions. Study 1 findings for the AC-NC-high profile are only consistent with 
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the existence of a context effect. This is a major contribution to the CP literature, as previous 
research had only ever inferred employee’s mindsets from the pattern of survey results. 
Second, the findings for other profile groups suggest the need for further theory development 
beyond the mindsets associated with AC-NC-high profiles. The qualitative differences among 
the CPs indicated that the interaction of the commitment components is more complex than 
current CP propositions suggest. 
Third, the semi-structured interviews of Study 1 indicated a strong link between CPs 
and psychological contracts. The AC-NC-high profile was associated with a psychological 
contract exhibiting a strong ideological influence, while the CC-NC-moderate profile group 
was associated with a psychological contract of a purely transactional nature. The AC-
moderate profile participants described their relationship in terms of a relational 
psychological contract; the mindset that accompanied their perceived obligations to the 
organisation (i.e., OCB and staying) was broader than the CC-NC-moderate exchange 
mindset but more restricted than the moral imperative of the AC-NC-high profile. The 
uncommitted profile reinforced the links between OC and psychological contracts, with all 
participants identifying a clear psychological contract violation as the cause of their low 
levels of commitment.  
Fourth, irrespective of their CP, all participants noted that they felt commitment to 
multiple foci, such as co-workers, supervisors, and students or clients. This finding is in line 
with previous research that noted employees develop commitment to multiple targets (Becker 
& Billings, 1993; Meyer et al., 2013, Wasti & Can, 2008). However, the alignment between 
commitment to these various foci differed by CP. The person-centred approach is well suited 
to examining how multiple foci of commitment might combine and enables investigation of 
the mindsets generated when commitment to different foci are either in conflict or compatible 
with one another (Meyer et al., 2013). 
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Finally, factors (e.g., cultural values and professional values) other than the relative 
levels of AC and CC can generate a context effect for how NC is experienced, as manifested 
by the results of Study 2. NC may not have a dual nature if the nature of employees’ 
obligations is more strongly influenced by cultural values than the context provided by AC 
and CC. Felt obligations in Study 2 were also clearly influenced by employees’ sense of 
professional values (Becker & Bilings, 1993; Meyer et al., 2013; Wasti & Can 2008). 
Accordingly, employee professional identity (e.g., as manifested by the nursing profession) 
may provide another context effect for how NC is experienced.  
Implications for Practice 
This thesis provides several practical implications for the practice of human resource 
management. First, it suggests that organisations should seek ways to create more positive 
working conditions for employees, as the nature of moral imperative is based on their 
positive beliefs about their organisation, strong organisational support, and good long-term 
relationships with supervisors (Meyer & Parfyonova, 2010). Second, the findings suggest that 
organisations could not only utilise a person-centred approach to identify the pattern of CPs 
present, but also utilise the results of profiles description in communicating with their 
employees. Sinclair et al. (2005) suggested that profile description would be more useful to 
communicate to a lay audience than findings relating to multidimensional constructs. 
Consequently, organisations could better understand employees’ mindsets associated with 
CPs in order to connect with what employees considered important. For instance, for 
employees who are committed rationally, an organisational can tailor responsibilities, tasks, 
or career development to encourage their commitment to the organisation.   
Third, profile research may help focus fit-for-purpose interventions for different 
employee segments. Organisations can implement strategies derived from CP evaluations to 
help employees with training and development initiatives that improve their capacity for 
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certain job roles. Interventions can be targeted to the needs of each CP (Meyer & Herscovitch, 
2000). For example, an employee with an uncommitted profile could be given an opportunity 
to participate in the development and implementation of policy in order to encourage 
emotional attachment (AC) to the organisation.  
Finally, although it is generally desirable for organisations to foster employees’ moral 
commitment, there may be circumstances in which this is not possible. For instance, in less 
favourable business conditions, where the organisation cannot promote employment to its 
most loyal and effective workers, employees are unlikely to be committed to the relationship, 
and will not commit to organisational goals for the sake of the organisation per se. 
Nevertheless, because employees develop their commitment to multiple targets, they can 
build a strong moral commitment to targets such as workgroups or supervisors (Meyer & 
Parfyonova, 2010). Meyer (2009) argued that the size of or formation of an organisation 
could be related to employee commitment to proximal entities. For example, if the 
organisation is perceived to be too big or unstructured, there may be a higher probability that 
employees will focus their commitment not toward the organisation, but proximal entities. 
Furthermore, various researchers have argued that commitment to these proximal entities can 
be strongly related to the interests of a workgroup rather than commitment to the organisation, 
and that commitment to proximal entities is a better predictor of employee job performance 
(Becker & Kernan, 2003; Meyer, 2009; Redman & Sanpe, 2005; Vedenberghe, Bentein, & 
Stinglhamber, 2004). Hence, it is suggested that where business conditions make it difficult 
to devolop moral imperative obligation to the organisation, organisations can foster 
employees’ commitment to other foci within the organisation.  
Limitations of Research 
This section will discuss the limitations of the current thesis. First, the sample for the 
second study differed both in terms of culture and profession from the sample in Study 1. 
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Thus it is unclear whether the difference in findings concerning the second sample is due 
mainly to a context effect generated by culture or by profession, or an interaction between the 
two. However, the aim of the two studies was not to conduct a cross-cultural comparison but 
to examine the idea of a dual nature of NC and clarify the mindsets associated with CPs, 
treating cultural values as a potential context effect in the sense that they may impact on felt 
obligations generally in the way AC and CC levels have been shown to impact on the nature 
of NC.  
 Second, there are challenges in identifying the pattern of CPs depending on the 
relative levels of AC, NC, and CC (Gellatly et al., 2006; Meyer et al., 2012a). Person-centred 
techniques do not always identify the profiles theorised. For example, in Study 1 the 
anticipated fully committed profile did not emerge. However, Meyer, Stanley, and 
Parfyonova (2012) noted that this is not a limitation of the analysis method, as a person-
centred analysis is effective at identifying profile groups within a particular sample, and that 
“the best way to identify and understand the implications of the full range of potential profile 
groups within a broader population of employees is to look across studies” (p. 13).  
Third, qualitative research is often criticised for lack of generalisability due to small 
sample sizes and non-representative samples (Miles & Huberman, 1994). This research also 
faced the issue of a small sample size for CPs. However, the main purpose of the 
investigation was to clarify the nature of the mindsets associated with employees’ CPs, where 
mindsets are derived from the perception of obligation to an organisation rather than by 
generalising from the sample to the population (Creswell, 2009; Miles & Huberman, 1994). 
The results of the qualitative phase of research supported those of the quantitative phase by 
providing insight into how employees’ mindsets impacted on their work-related behaviours in 
terms of TIN and OCB.   
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Fourth, the qualitative component of the research design faces potential criticism for 
the subjective influence of the researcher in the interviewing and analysis stage. Fontana and 
Frey (2005) have argued that any non-standardised interview gives rise to potential bias from 
a number of sources. The way that the interview questions are structured and administered, 
for example, could be a source of bias. However, this study treated all respondents equally in 
coding and interpretation, so that the influence of the researcher’s subjectivity in the 
interviewing was minimised. The use of a semi-structured interview protocol also helped to 
minimise subjectivity issues. Open-ended questions were formulated, and the responses made 
by participants were recorded. These responses prompted additional questions that sought to 
illuminate or to enlarge on points raised by the participant. Objectivity was subsequently 
assessed in the analysis stage by calculating interrater agreement.  
Fifth, while cultural context is a more obvious factor for consideration in the second 
study, it is possible that the sample in the first study was also affected by “cultural” context, 
since MBA students are often engaged in higher study in order to leave an organisation or to 
attain promotion within an organisation. 
Sixth, as the variables of age and tenure in the Korean survey questionnaires were 
measured on an interval scale, it was not possible to calculate the mean scores for correlation 
analysis. In hindsight, this would certainly have been beneficial. 
Seventh, there is a limitation in the decision rules for naming the five profiles in this 
thesis—the thesis used -.5 standard deviations below the mean for low and +.5 above the 
mean for high profiles—as the interaction among the components may be more intricate than 
theoretically anticipated (Wasti, 2005). The cut-off value of 0.5 was selected in a similar way 
to that of previous studies in commitment profiles. The researcher acknowledges that 
decision rules such as the one used in this thesis are arbitrary by nature and may not reflect 
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actual profiles. However, a 0.5 cut-off value was considered suitable to facilitate an 
investigation of the relative extent to which AC, CC, and NC were present in each 
participant. Future research may explore more effective and consistent measures to study the 
levels within commitment profiles. 
Eighth was the small number of people interviewed and grouped in each commitment 
profile. The base rate used in this thesis is was N = 1. However, this was sufficient to portray 
the nature of high CC in OC. Further, although comparisons between groups may be 
problematic when membership differs significantly, it would be time consuming to establish 
a similar number of people for each group. 
Ninth, the findings of Study 2 indicate that a moral imperative nature of NC and 
professional values play an important role in employee OC. The nature of NC characterised 
as moral imperative determines employees’ commitment irrespective of patterns of CPs, and 
can be considered a limitation in this study because different patterns of CPs could not be 
uncovered. However, this nature of NC could be reflected in other professional service 
organisations,  particularly in the medical or humanitarian fields. Future research can 
investigate whether the nature of NC as a moral imperative impacts TIN and OCB regardless 
of the patterns of CPs. 
Finally, as with all self-reported data, there is a high possibility of common-method 
biases arising from various sources, for example, item similarity, inconsistency, and the 
desire to please (Podsakoff, Mackenzie, Lee, & Podsakoff, 2003). Thus, researchers usually 
conduct exploratory work using confirmatory factor analysis to detect common-method 
variance-type problems. A subsequent step then involves identifying relevant variables and 
the relationship between those variables. However, the main purpose of the current study was 
to investigate whether there were qualitative differences in mindsets among CPs by means of 
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a person-centred approach focusing on how commitment components are combined, the 
experiential outcomes of these combinations, and the differences in outcome variables arising 
from groups with qualitatively different combinations (Meyer et al., 2013). Thus, it was not 
necessary to conduct a factor analysis to deal with common method variance.  
Directions for Future Research 
One of the key strengths of the current study was the application of qualitative 
research methods to investigate OC. The qualitative differences among the CPs indicated that 
the interaction of the commitment components may be more complex than the dual nature of 
NC proposition suggests. Hence, it is necessary that future research on OC utilise a mixed- 
method approach to provide a more in-depth understanding of CPs and context effects. 
The complex manner in which multiple commitment foci interact is an area requiring 
further research. The person-centred approach is well suited to investigate how multiple 
commitments might combine (Meyer, Stanley, & Parfyonova, 2012; Meyer et al., 2013) and 
can investigate the impact of commitments to different foci being in conflict or compatible 
with one another (Cooper-Hakim & Viswesvaran, 2005; Meyer et al., 2013). Once multi-
commitment profiles (varying combinations of AC, NC, and CC to multiple foci) have been 
generated, semi-structured interviews can provide a more in-depth understanding of the 
interaction between different foci and commitment components.   
In Study 2, employees’ obligations were more strongly affected by socio cultural 
values than the context provided by AC and CC, and were clearly influenced by professional 
values (Meyer et al., 2013; Wasti & Can, 2008). Therefore, further research is needed to 
investigate CPs in different contexts, such as non-professional occupations (e.g., those in the 
manufacturing or leisure industries). The current research reiterates other researchers’ call for 
the need to examine the types and experience of obligations in different working cultures 
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(Bergman, 2006, Fischer & Mansell, 2009; Triandis, 1995; Wasti, 2003a, b 2005, Wasti & 
Onder, 2009).  
In accordance with the present findings, future research on CPs could utilise 
longitudinal research designs to investigate changes in employees’ CPs, associated mindsets, 
psychological contracts, and obligations over time. The present findings show that the natures 
of employees’ mindsets associated with CPs can be different. More specifically, as outlined 
earlier, there are strong links between OC and psychological contracts that accord with CPs 
in terms of employees’ perceptions of obligation to an organisation. These differences raise 
the question of whether employees’ OC changes over time. If so, it would be informative to 
identify the cause of change, and the difference in mindset before and after. With respect to 
changes in OC over time, Meyer et al. (2013) suggested that future research could utilise 
longitudinal designs that “identify a profile where the socio-normative components (AC and 
NC) are increasing (decreasing) and the CC component is low initially and remains flat 
across time” (p. 10). Thus, it is suggested that future research on CPs should move beyond 
cross-sectional designs and utilise longitudinal designs to investigate the effects of change in 
employee CPs over time.  
Conclusion 
The current thesis shed new light on the nature of employees’ mindsets associated 
with CPs by applying a mixed-method approach. The findings are partially in line with the 
theoretical argument regarding a context effect made by Gellatly et al. (2006). That is, the 
nature of NC is qualitatively different depending on the relative levels of AC and CC. This is 
a major contribution to the CP literature, as previous research had only inferred employees’ 
mindsets from the pattern of survey results.  
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However, the qualitative differences in employee mindsets associated with CPs 
suggest that the interaction of the commitment components is more complex than the dual 
nature of NC proposition suggests (Gellatly et al., 2006; Meyer & Parfyonova, 2010). This 
requires development of the theory on CPs beyond the mindsets associated with AC-NC-high 
profiles. Also, interviews revealed a strong link between CPs and different types of 
psychological contract, and provided insight into the interaction of multiple commitment foci. 
It was evident that employees’ obligations could be more strongly affected by social 
obligation and cultural values than the context provided by AC and CC. They were also 
evidently influenced by professional values (Meyer et al. 2013; Wasti & Can, 2008). 
Therefore, it can be argued that an interaction is possible between cultural (such as 
collectivist) values and professional values, which significantly influences employees’ felt 
obligation. In summary, this study argued that to further our understanding of CPs, the nature 
of employee mindsets associated with different CPs needed to be qualitatively examined. 
Employees with different CPs did describe their “mindsets” differently, as predicted by 
existing CP research, but in a more complex manner than was previously theorised. 
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APPENDIX B SURVEY QUESTIONNAIRE 
 
DESCRIPTION 
The purpose of this project is to better understand employees’ organisational commitment and how it impacts on 
their workplace behaviours. Specifically, this research is investigating how employee with different levels and 
types of commitment perceive their relationship with their organization. Further, we are investigating if there are 
any cultural differences on how commitment shapes employees perceptions of their relationship with their 
organisation. We anticipate that this research will benefit both academics and practitioners’ understanding of 
employee commitment and its consequences. This understanding may facilitate the development of HR 
interventions to improve employee well-being and productive.   
This project is being undertaken as part of Mr Tom Oh’s PhD dissertation. The project is funded by QUT.  
PARTICIPATION 
Your participation in this project is voluntary. If you do agree to participate, you can withdraw from participation 
during the project without comment or penalty. Your decision to participate will in no way impact upon your current 
or future relationship with QUT (for example, your grades will not be affected) or with your organisation.  Your 
participation will involve the completion of an online survey. You will be requested to respond to questions related to 
your perceptions and attitudes towards your workplace. The survey will take approximately 10 – 15 minutes to 
complete.   Examples of the type of questions we will ask are: 
• I would be very happy to spend the rest of my career with this organisation 
• I rarely think of quitting my job 
• I generally help others who have been absent 
EXPECTED BENEFITS 
While the project is not expected to directly benefit you, it will significantly add to the organisational commitment 
research because it is possible to understand how the various components of commitment relate to employee retention 
and on the-job behaviour. However, the research may benefit you in terms of self-reflection of your attitude 
toward your current organisation. At the completion of the study, you may request a report on our overall 
findings. This research will benefit the primary researcher, Hyun Sung (Tom) Oh, in completing his Ph.D. 
RISKS 
There are no risks beyond normal day-to-day living associated with your participation in this project. 
CONFIDENTIALITY 
All comments and responses will be treated confidentially. Each participant will be allocated an individual code 
that will enable their identity to remain confidential. Data from the questionaries will be securely stored during and 
after the study.  
CONSENT TO PARTICIPATE 
Submitting the completed online survey is an indication of your consent to participate in this project. Please note once 
you have submitted your survey it is not possible to withdraw your results from the study.  
QUESTIONS / FURTHER INFORMATION ABOUT THE PROJECT 
Please contact one of the research team members named above to have any questions answered or if you have require 
further information about the project.  
CONCERNS / COMPLAINTS REGARDING THE CONDUCT OF THE PROJECT 
QUT is committed to research integrity and the ethical conduct of research projects.  However, if you do have any 
concerns or complaints about the ethical conduct of the project you may contact the QUT Research Ethics Unit on 
+61 7 3138 5123 or email ethicscontact@qut.edu.au. The QUT Research Ethics Unit is not connected with the research 
project and can facilitate a resolution to your concern in an impartial manner.
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Introduction  
The following survey investigates your commitment to your current organisation in conjunction with your 
intention to remain with the organisation and organisational citizenship behaviour (OCB). There are no right or 
wrong answers to any of the following statements.  
You will be asked to answer some questions (which will take you around 15 minutes to complete). You can do 
this completely anonymously if you prefer by simply not filling in the identifying boxes on the next page. If 
possible, we ask that you provide your personal details so that the research team can contact you for further 
information.  
The information you provided for this questionnaire will be kept strictly confidential and will not be released to 
your organisation or any individuals outside the research team. Your responses will be sent directly to the 
researchers and any identifying characteristics of respondents will not be included in any publication or released 
in any form to any party.  
Please circle the response most relevant to you in the following statements. Circling 1 means you strongly 
disagree and circling 7 means that you strongly agree with the corresponding statement. For example: 
 
Strongly 
Disagree Disagree 
Slightly 
Disagree Neutral 
Slightly 
Agree Agree 
Strongly 
Agree 
1 2 3 4 5 6 7 
 
If you have any concerns about the above information, then please do not hesitate to contact the researcher as 
listed below, to seek assurance or to obtain more information.  
 
Hyun Sung (Tom) Oh  
School of Management  
QUT Business School  
Email: h2.oh@student.qut.edu.au 
Please note: the following questions will ask for some personal details. This research will ensure that 
information is kept completely confidential and respondents will be kept completely anonymous. The 
personal details are asked for follow-up purposes only. At no time will any of the information you provide 
be shared with any third party. 
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Part 1 – Commitment Questions 
These questions are designed to assess your commitment to your organisation. 
 
1. Organizational Commitment  
St
ro
ng
ly
 
di
sa
gr
ee
 
St
ro
ng
ly
 
ag
re
e 
1 I would be very happy to spend the rest of my career with this organisation 1 2 3 4 5 6 7 
2. I really feel as if this organisation’s problems are my own 1 2 3 4 5 6 7 
3. I do not feel like “part of the family” at my organisation 1 2 3 4 5 6 7 
4. I do not feel “emotionally attached” to this organisation 1 2 3 4 5 6 7 
5. This organisation has a great deal of personal meaning for me 1 2 3 4 5 6 7 
6. I do not feel a strong sense of belonging to my organisation 1 2 3 4 5 6 7 
. 
It would be very hard for me to leave my organisation right now even if I 
wanted to 
1 2 3 4 5 6 7 
8. Too much of my life would be disrupted if I decided I wanted to leave  
my organisation 
1 2 3 4 5 6 7 
9. Right now, staying with my organisation is a matter of necessity as much 
as desire 
1 2 3 4 5 6 7 
10. I believe that I have too few options to consider leaving this organisation 1 2 3 4 5 6 7 
11. One of the few negative consequences of leaving this organisation would 
be the scarcity of available alternatives 
1 2 3 4 5 6 7 
12. If I had not already put so much of myself into this organisation, I might 
consider working elsewhere 
1 2 3 4 5 6 7 
3. I don’t feel any obligation to remain with my current employer 1 2 3 4 5 6 7 
14. Even if it were to my advantage, I do not feel it would be right to leave my 
organisation right now  
1 2 3 4 5 6 7 
15. I would feel guilty if I left my organisation right now 1 2 3 4 5 6 7 
16. This organisation deserves my loyalty  1 2 3 4 5 6 7 
17. I would not leave my organisation right now because I have a sense of 
obligation to     the people in it 
1 2 3 4 5 6 7 
18. I owe a great deal to my organisation   1 2 3 4 5 6 7 
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Part 2 – Staying Intention / Organisational Citizenship Behaviour 
These questions are designed to assess your turnover intention and organisational 
citizenship behaviour 
 
 
2. Staying Intention /  Organisational Citizenship Behaviour 
 St
ro
ng
ly
 d
is
ag
re
e 
St
ro
ng
ly
 a
gr
ee
 
1 
If I have my own way, I will be working for this organisation one 
year from now 
1 2 3 4 5 6 7 
2. I am not planning to search for a new job in another organisation 
during next 12 months  
1 2 3 4 5 6 7 
3. I rarely think of quitting my job  1 2 3 4 5 6 7 
1 I sometimes take undeserved or extended work breaks  1 2 3 4 5 6 7 
2. I adhere to informal organisational rules devised to maintain order 1 2 3 4 5 6 7 
3. I always give advance notice when I unable to come to work 1 2 3 4 5 6 7 
4. I sometimes spend a lot of time in personal phone conversations 1 2 3 4 5 6 7 
5. My attendance at work is above the norm 1 2 3 4 5 6 7 
6. I sometimes complain about insignificant or minor things at work  1 2 3 4 5 6 7 
7. I generally help others who have been absent 1 2 3 4 5 6 7 
8. I take a personal interest in the well-being of others employees 1 2 3 4 5 6 7 
9. I generally help others who have heavy workloads 1 2 3 4 5 6 7 
10. I go out of the way to help new employees 1 2 3 4 5 6 7 
11. I generally take time to listen to co-worker’s problem and worries 1 2 3 4 5 6 7 
12. I pass along work-related information to co-workers  1 2 3 4 5 6  
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3. What type of organisation do you work for? 
 
 Government 
8.  
9.  
 Private organisation 
10.  
11.  
 Non-profit organisation 
 
 
4. Gender: 
 
 Male 
12.  
 Female 
 
 
5. What is your current position? 
_________________________________________________ 
 
 
6. What is your age? 
 
 
7. How long have you been employed by your current organisation?      years            
months 
 
8. How long have you been employed in your current position?              years            
months 
 
9. Thank you for completing our survey. 
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In the second part of this research project we are interviewing people to better understand 
how organisational commitment impacts on employees’ perceptions of their employer. We 
like to invite you to participate in these interviews and would be grateful for your continued 
involvement.  
 
Though we ask you to provide your name at this point, this is completely voluntary and not 
mandatory, and only intended for further research. Your personal information will be treated 
confidentially according to QUT ethics standards, and will not be provided to third parties. 
This information will only be used to contact you regarding follow-up research. 
 
These interviews will take between 30-45 minutes. We would like to conduct these 
interviews in August or September 2011. The interviews will occur either at QUT or at a 
place of the participant’s choice.   
 
If you would like to participate in these interviews, please provide your contact details below: 
 
Name:  
___________________________________________________________________________ 
 
Email address:  
____________________________________________________________________ 
 
 
Thank you for your participation. You have finished the survey. 
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APPENDIX C SURVEY CONSENT FORM 
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APPENDIX D INTERVIEW CONSENT FORM 
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APPENDIX E INTERVIEW PROTOCOL 
Introduction 
Good Morning/afternoon.  
My name is Tom Oh and I’m from the Queensland University of Technology.  I’m interested 
in understanding how employees’ attitudes impact on their workplace behaviours. I am also 
investigating if there are any cultural differences between Korea and Australia on how 
attitudes shape employees perceptions of their relationship with their organisation. As part of 
this research I am conducting interviews with Korean and Australian workers about their 
relationship with their organisation.  Today’s interview will take approximately 45-60 
minutes. I’ll ask you a series of questions about your relationship with your organisation. 
This form (Consent) provides a bit more detail about today’s’ interview. Could you please 
read through it and if you agree to participate please sign the second page. You may keep the 
first page for yourself. Please ask me any clarification questions. (Point out that they are free 
to withdraw anytime & ask permission for audio-taping.)  
Are there any questions before we start? 
 
Background and Warm-up  
1. Demographic info (age, gender, profession, family responsibilities) 
2. What is your job here?  
3. What are your terms of employment (full-time, part-time, casual etc...)? 
4. How long have you worked here?  
5. What do you like about being a nurse? 
6. Do you identify with this nursing profession? 
 
Employment Relationship/Psychological Contract 
7. What are your feelings toward your organisation? 
8. What do you like most about working here?  
9. What do you like least about your working here?  
10. What do you think your organisation expects of you? 
13.  Prompts: 
• A level of technical/generic skills/Work output – broad/narrow?/working hard /Certain 
number of years tenure  
11. What did you expect to receive from your employer, e.g. support, high pay, etc? 
(prompts available along relational, balanced, transactional contract types) 
Prompts:  
• Training/development/career development/Type of work – broad/narrow?/Type of 
supervision /A supportive environment – e.g. understanding, can ask questions freely, 
constructive feedback provided/recognition /Certain pay and conditions /Stability of 
employment  
12. Overall, have your expectations been met/exceeded/not met/a bit of all over time 
13. How does this make you feel?  
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Obligations 
14. What obligations do you feel towards your employer? 
15. What creates/influences this sense of obligation?  
16. How do these obligations make you feel? 
17. How do you fulfil this obligation/what do you do to met this obligation? 
18. What motivates you to meet/fulfil these obligations? 
19. Is there anything that would change your obligations to your organisation 
20. In summary, would you describe your obligation as either: 
a. A moral duty/imperative (e.g., a strong sense or desire to pursue a course of 
action to benefit the organisation or that is the the right thing to do) or more as 
b. A sense of indebtedness (indebted obligation or something that must be done 
to meet obligations and/or save face)? 
Supervisor/Leadership  
21. Tell me about your relationship with your supervisor 
14.  Prompts: 
15. Ask about: time spent with them/ direction given/ feedback/ the 
type/complexity of work given/ conflict/ autonomy/ 
approachability/friendliness/general support, etc.  
22. How would you describe your supervisor’s leadership style? (Prompts available along 
transactional and transformational lines) 
23. How important was your supervisor/s in shaping your expectations/perception of 
organisation’s obligations?  
 
Motivation/Forms of Regulation 
24. What is your primary motivation to meet work goals?  
Prompts: 
• External regulation - to attain externally controlled rewards or avoid punishment 
• Introjected regulation – to meet one’s own or other expectation or to avoid shame 
• Autonomous regulation – to achieve valued goals, self-expression, 
meaningful/relevant outcomes 
Retention 
25. Why do you stay with this organisation? 
26. How long do you think you’ll stay with this organisation?  
 
Closing 
27. Is there anything that you want to add or stress that might help me understand your 
relationship and feelings towards your employer? 
16.  
Thank you for your time. 
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APPENDIX F APPROVAL LETTER (KOR) 
Approval Letter from General Manager 
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APPENDIX G KOREAN SURVEY QUESTIONNAIRE 
(KOREAN VERSION) 
 
 
Queensland University of Technology 
 
본 설문지는 직장인들의 다양한 조직몰입도를 측정하고 그들의 이직의도 성향 및 조직시민행동 등 과의  관련성을 
연구하기 위해 작성되었습니다. 따라서 다음에 제시된 설문은 정답이다 오답이 없음을 알려드립니다. 다만 좀더 
심층적인 연구조사를 하기 위해서 귀하의 개인정보  (예, 성함이나 이메일 주소) 가 필요함을 알려드립니다. 귀하가 
제공하는 정보는 철저하게 보호될 것이며 학술단체에 발표되는 것 이외에는 그 어떠한 단체나  영리목적으로도 
제공되거나 사용되는 일은 없을 것임을 밝혀드립니다.   
다음 각각의 설문에 대한 7 가지 설명 중 가장 관련 있다고 생각되는 항목에 동그라미 (O) 로 표시해주시기 
바랍니다. 1 에 동그라미를 표시하는 것은 강한 부정을, 7 에 동그라미를 표시하는 것은 강한 긍정을 의미합니다. 
다음의 예를 참고하시기 바랍니다.  
 
귀하의 귀중한 참여에 진심으로 감사를 드립니다 
만일 본 설문조사와 관련해서 문의 사항이 있으시면, 언제든지 아래에 제공된 이메일로 문의해주시면 
성심성의껏 설명을 해드리도록 하겠습니다.   
오현성  
Hyun Sung (Tom) Oh | Ph D Candidate| School of Management 
QUT Business School | Queensland University of Technology Phone: + 61 7 3138 9173 | | 
Email: h2.oh@student.qut.edu.au| CRICOS No. 00213J 
1 2 3 4 5 6 7 
전적으로 
동의하지 
않는다 
어느 정도 
동의하지 
않는다 
약간  
동의 하지 
않는다 
동의도 
부정도하지 
않는다 
약간 
동의한다 
어느 정도 
동의한다 
전적으로 
동의한다 
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Part 1 – 응답자 인적 사항 
 
다음은 직장인의 의견이 성별이나 연령에 따라 달라지는지 여부를 이해하기 위한 질문입니다. 
질문을 읽고 적절한 항목에 동그라미를 해 주시기 바랍니다.  
 
 
 
 
  
1. 성별 ∋ 남성 ∋ 여성 
2. 현재 당신의 직장 내 
직위는?  
  
3. 나이 
∋ 15-20 세 
∋ 21-25 세 
∋ 26-30 세 
∋ 31-35 세 
∋ 36-40 세 
∋ 41-45 세 
∋ 46-50 세 
∋ 51-55 세 
∋ 56-60 세 
∋ 61-65 세 
∋  65 세 이상 
4. 얼마 동안 현재의 직장에 근무하고 계십니까? 
∋ 1 년 미만 
∋ 1-2 년 
∋ 3-5 년 
∋ 6-10 년 
∋ 11-15 년 
∋ 16-20 년 
∋ 21-25 년 
∋  25 년 이상 
5. 얼마 동안 현재의 직위에서 일해 왔습니까?  
∋ l 년 미만 
∋ 1-2 년 
∋ 3-5 년 
∋ 6-10 년 
∋ 11-15 년 
∋ 16-20 년 
∋ 21-25 년 
∋  25 년 이상 
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Part 2 – 조직몰입도 
아래의 설문은  현 직장에 대한 귀하의 조직몰입 도를 알아보기 위한 문항입니다. 다음을 읽고 해당 
항목에 응답해주시기 바랍니다.  
1 2 3 4 5 6 7 
전적으로 
동의하지 
않는다 
어느 정도 
동의하지 
않는다 
약간 동의 
하지 
않는다 
동의도 
부정도하
지 않는다 
약간 
동의한다 
어느 정도 
동의한다 
전적으로 
동의한다 
 
1 나는 우리 회사의 문제를 진정 나 자신의 문제로 느낀다  1 2 3 4 5 6 7 
2. 나는 우리 회사에 강한 소속감을 느끼지 못하고 있다 1 2 3 4 5 6 7 
3. 나는 우리 회사에 감정적인 애착을 느끼지 못하고 있다 1 2 3 4 5 6 7 
4. 나는 이 회사의 가족처럼 느끼지 못하고 있다 1 2 3 4 5 6 7 
5. 이  회사는 나에게 개인적으로 매우 큰 의미가 있다 1 2 3 4 5 6 7 
6 회사를 옮기려고 하기에는 다른 선택의 폭이 너무 적다  1 2 3 4 5 6 7 
7. 
회사를 옮기는데 따르는 나쁜 결과 중 하나는 다른 대안이 너무 
적다는 것이다 
1 2 3 4 5 6 7 
8. 이 회사를 그만두는데 따르는 손해가 이득보다 훨씬 크다  1 2 3 4 5 6 7 
9. 
나는 이직을 함으로써 잃게 되는 것 때문에 이 회사를 그만두기 
어렵다 
1 2 3 4 5 6 7 
10. 
내가 이 회사를 떠나기로 결정한다면 내 삶에 너무 많은 부분이 
혼란스럽게 될 것이다  
 
1 2 3 4 5 6 7 
11 
나는 현재 회사에 남아 있어야 한다는 어떤 도덕적인 의무감을 
느끼지 못한다  1 2 3 4 5 6 7 
12. 
나에게는 유리하더라도, 지금 당장 회사를 옮기는 것이 옳다고 
생각지 않는다 
1 2 3 4 5 6 7 
13. 
지금 당장 회사를 떠나더라도, 아무런 죄책감을 느끼지 못할 
것이다  
1 2 3 4 5 6 7 
14. 
다른 회사에서 더 나은 조건의 입사요청이 있더라도 지금 회사를 
떠나는 것이 정당하다고 느끼지 않는다. 
1 2 3 4 5 6 7 
15. 만일 이 회사를 지금 그만둔다면 신뢰를 저버리는 것이라고 느낀다 1 2 3 4 5 6 7 
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Part 3 – 이직의도성향 / 조직시민행동 
아래의 설문은 귀하의 이직의도 성향과 조직시민행동 정도를 알아보기 위한 문항입니다. 다음을 읽고 각 항목에 
응답해주시기 바랍니다.  
1 2 3 4 5 6 7 
전적으로 
동의하지 
않는다 
어느 정도 
동의하지 
않는다 
약간 동의 
하지 않는다 
동의도 
부정도하지 
않는다 
약간 
동의한다 
어느 정도 
동의한다 
전적으로 
동의한다 
 
1 
만약 나에게 선택권이 있다면,  나는 지금부터 이 회사에 1년 정도 근무할 
것이다. 
1 2 3 4 5 6 7 
2. 나는 앞으로 1년 동안 다른 회사로 이직할 계획이 없다. 1 2 3 4 5 6 7 
3. 나는 회사를 그만둘 생각이 거의 없다. 1 2 3 4 5 6 7 
4 나는 가끔 직장에서 규정 이상의 휴식을 취한다. 1 2 3 4 5 6 7 
5. 나는 업무수행을 위해서 조직 내의 암묵적인 관행을 따른다. 1 2 3 4 5 6 7 
6. 나는 결근할 경우, 항상 회사에 미리 알린다. 1 2 3 4 5 6 7 
7. 
나는 때때로 전화를 이용해서 사적인 대화를 하는 데 시간을 많이 
소비한다. 
1 2 3 4 5 6 7 
8. 나의 출근률 은 평균 이상이다. 1 2 3 4 5 6 7 
9. 나는 종종 직장에서 사소한 일에 불평을 한다. 1 2 3 4 5 6 7 
10. 나는 결근한 직장동료를 도와준다. 1 2 3 4 5 6 7 
11. 나는 사적으로 직장동료의 웰빙(행복)에 관심을 기울인다. 1 2 3 4 5 6 7 
12. 나는 업무량이 많은 직장동료들을 도와준다. 1 2 3 4 5 6 7 
13. 나는 신입사원들의 업무수행을 적극적으로 도와준다. 1 2 3 4 5 6 7 
14. 나는 직장동료의 어려움과 고충을 들어주기 위해 시간을 할애한다. 1 2 3 4 5 6 7 
15. 나는 업무와 관련된 정보를 직장 동료들과 공유한다.  1 2 3 4 5 6 7 
 
좀더 심도 있는 직장인의 조직몰입 연구를 위하여 귀하의 동의 하에 인터뷰를 실시하고자 
합니다. 귀하께서 제공하는 개인신상정보는 철저히 보호 받게 될 것이며, 추가 질문사항 
대상자를 인지하기 위함임을 알려드립니다. 이 연구 프로젝트를 위한 추가 참여를 원하시면, 
아래 공란을 작성해주시면 감사하겠습니다.  
이름:  
___________________________________________________________________________ 
전자우편주소:  
___________________________________________________________________ 
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APPENDIX H KOREAN INTERVIEW QUESTIONS 
인터뷰 항목 
소개  
안녕하십니까, 저는 앞서 말씀 드렸듯이, 호주 QUT 에서 인사관리 박사과정을 하고 
있는 오현성이라고 합니다. 오늘의 인터뷰는 직장인들의 조직을 향한 자세가 얼마나 
그들의 업무와 관련된 행동들의 영향을 미치는지 알아보기 위함입니다. 또한, 
예상컨대, 호주와 한국의 문화적 차이가 있을 것이고 이러한 문화적 차이점이 얼마나 
직장인들의 조직을 향한 자세와 업무관련 행동들이 에 영향을 조사하고자 합니다. 이 
연구를 위하여, 양 국가의 직장인들의 조직과의 관계성 에 대해서 인터뷰를 하고자 
합니다. 오늘의 질문은 본인이 생각하는 직장과의 관계에 대해서 순서적으로 관련된 
질문을 하도록 하겠습니다. 인터뷰 시간은 짧게는 40 분 경우에 따라서는 약 60 분 
정도까지 소요될 것으로 예상됩니다. 이 양식은 인터뷰 대상자께서 인터뷰에 
동의하신다는 승낙서입니다. 이 동의서를 읽어보시고, 동의하시면 양식 에 본인 
서명을 해주시면 감사하겠습니다. 혹 이해가 되지 않으시면, 물어보시면 
답변해드리도록 하겠습니다.  
인터뷰에 앞서, 질문사항이 있으신지요?  
인터뷰 대상자 인적 사항 및 사전연습 
1. 본인의 성함 및 성별 가족관계사항에 대해서 간단히 말씀해주십시오? 
2. 현재의 직업을 무엇입니까? 
3. 현재 직업에 있어서 정규직입니까 비 정규직 입니까? 
4. 얼마 동안 이 직장에서 근무해오고 계십니까? 
5. 간호사 직업의 장점은 무엇이라고 생각하십니까? 
6. 간호사 직업이 전문직이라는 것에 동의 하십니까? 
감사합니다. 본인개인과 직업의 친밀도에 대해서 간단히 대화를 나눠 보았는데요. 
그럼 본격적으로 본인께서 생각하시는 현재 직장과의 관계성에 관련된 질문을 
드리도록 하겠습니다.  
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고용관계 / 심리적 계약관계 
7. 현재 직장의 대하여 본인의 느낌들 말씀해주신다면? 
8. 이곳 병원에서 일하면서 가장 좋은 점은 무엇인지?  
9. 이곳 병원에서 일하면서 가장 취약점은 무엇인지?  
10. 본인이 생각하시기에 직장에서는 본인에게 어떠한 것들을 기대한다고 생각하
십니까 
11. 앞서 드린 질문과 상반된 질문을 드리겠습니다. 앞서 본인께서는 직장에서 본인
에게 기대하는 것들이 몇 가지 있을 수 있다 말씀해주셨는데요. 그렇다면, 본인 
직장으로부터 또는 고용주로부터 어떠한 것 들을 기대했나요? 
12. 감사합니다. 그렇다면, 앞서 말씀해주신 본인의 기대치가 어느 정도는 충족됐다
고 생각하십니까 아님 충족이 되지 않았다고 생각을 하는지? 
13. 11번과 12번 응답을 바탕으로, 어떠한 느낌이 드시는지? 
지금까지 본인 생각하시기에, 직장에서 본인에게 기대하는 항목들이 무엇이 있을 까 
와 어떠한 것들을 직장으로부터 받아야 한다고 생각하는지 더불어 본인이 생각하는 
기대치와 충족도 에 대해서 이야기를 나누어 보았습니다.  
다음질문사항으로 넘어가보도록 하겠습니다.  
의무감/ 충성심 
14. 본인이 생각하시기에, 직장에 대한 본인의 의무사항들이 있다면 어떠한 것들이 
있을 까요? 
15. 어떠한 요인이나 근무환경에서 직장에 대한 의무감을 느끼나요?  
16. 본인이 생각하는 의무감이나 사항들이 본인에게 어떠한 작용을 했나요?  
17. 의무사항들의 요구조건을 맞추기 위해서 본인께서는 직장 내에서 어떠한 노력
을 하십니까?  
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18. 어떠한 것들이 의무사항을 맞출 수 있도록 본인에게 동기부여를 한다고 생각하
십니까? 
19. 현재 직장에 대한 본인의 의무감을 변화시킬 수 있는 요인들이 있다면 무엇이 
있을까요?  
20. 본인의 직장에 대한 의무감을 만족시키는데 있어서 본인의 의무감을 다음 제시
되는 둘 중에 하나로 표현을 해주시면 고맙겠습니까?   
1. 나의 직장에 대한 의무감은 나의 열정을 바탕을 둔 조직목표 달성을 위한 것
이고 이것이 올바른 것이라고 생각을 한다 
2. 아님 어떠한 고용관계에 의해서, 마땅히 해야 하는 것 또는 이것이 결국은 
직장생활에 있어서 체면을 유지 할 수 있기 때문이라고 생각한다.  
 
고맙습니다. 지금까지 본인의 현재직장에 대한 의무감에 대하서 이야기 해보는 시간을 
가져봤습니다. 다음은 본인과 직장상사간의 관계에 대해서 이야기 해보는 시간을 
가져보도록 하겠습니다.  
직장상사의 리더십 
21. 본인의 직장상사와의 관계에 대해서 말씀해주신다면? 예를 들어, 직장상사와의 
대화의 시간을 가진다, 업무와 관련된 피드백을 해준다든지, 친밀함, 업무와 관
련 도움을 준다든지 등등…… 
22. 본인이 생각하시는 직장상사의 리더십을 표현해주신다면? 
23. 본인이 생각하기에 직장상사가 직장에 대한 의무감을 형성하는데 얼마나 중요
한 영향을 미친다고 생각을 하십니까?  
동기부여/ 형태의 규제 
24. 업무성취를 달성함에 있어서, 본인의 근본적인 동기는 무엇일까요? 
1. 외적 규제 
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2. 내적 규제 
3. 자율적 규제  
직장근속 
25. 왜 이 직장에 남아서 근무하십니까? 
26. 얼마나 이 직장에 남아서 근무하실 것 같습니까?  
마침  
마지막으로, 물어본 질문 외에 본인이 생각하기에, 본인이나 직장인들의 관계성이나 
태도를 이해하는데 도움이 될 수 있다고 생각하는 것은 있으신지 있다면 무엇이 
있을까요?   
감사합니다, 오늘 인터뷰에 응해주셔서 정말로 감사를 드립니다. 
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